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Abstract 
In Libya today, there is a movement towards improvement in organizations and to 
achieve this goal the Government has introduced liberalization of the economy. It is 
also creating stronger ties with the Western world, now that sanctions have been lifted. 
There is now greater scope to allow to private enterprise. Although there has been 
previous research carried out, into the ways that the competitive nature of all Libyan 
organizations can be improved, this thesis however, is the first that compares the 
governance structure, management style and culture of organizations in both the Public 
and Private sectors of Libya and the UK and focuses on employee involvement 
participation (EIP). 
Previous studies suggest that organizational culture is significantly influenced by the 
national culture in which the organization is located. The influence of culture in general, 
and more specifically in the sub-divisions of national, organizational, and occupational 
culture, has been the subject of much discussion over the last few decades. However the 
debate on whether national culture has an impact on organizations and their human 
resource management practices remains unresolved. The main aim of this study is to 
compare two very different cultures to discover any significant differences that exist 
between the two countries and between organizations in the two sectors particularly 
with regard to EIP. Therefore this research entailed a survey of the organizational 
culture, and structure as well as the EIP apparent in a sample of Public and Private 
sector companies in Libya and the UK. 
The research was carried by questioning a purposive sample of managers and 
employees, by distributing a self-completion questionnaire and conducting interviews in 
these companies, to provide both quantitative and qualitative data, which could then be 
analysed to discover any link between national and organizational culture, corporate 
governance, management style, the employment relationship and the implementation of 
EIP. The literature reviewed for this research- generated a number of research questions 
and allowed hypotheses to be generated. These were then tested to investigate the 
differences in national and organizational culture between organizations with different 
organizational structures in capitalist or state-owned enterprises. Also considered were 
their implementation of employee involvement and participation practices (EIP), to 
allow workers greater participation in the decision making process. 
This research concludes that there are significant differences between UK and Libyan 
public and private sector employees with regard to the national culture in their country. 
However, there appears to be areas in the organizational culture of the companies 
sampled that indicate some level of convergence, in their use of HRM practices, 
management style and preferred forms of EIP. The specific conclusions drawn from this 
study contribute to our knowledge and understanding in a number of areas, including, 
national as well as organizational culture, the apparent transfer of Western management 
techniques and practices, and their effect on the direct or indirect nature of 
communication with employees. Furthermore this research contributes to our 
understanding of the degree of autonomy offered to employees, within different 
organizational cultures, which although they exist in dissimilar economies and are 
operating different methods of corporate governance in either publicly or privately 
owned enterprises, now appear to be implementing EIP practices which are converging 
on the Anglo-Saxon model of HRM. 
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SECTION ONE: INTRODUCTION 
Chapter One 
Background to the Area of Research 
1.0 Introduction 
In this chapter the author introduces the background to the area to be studied, it begins 
by considering that, there are powerful forces dictating the dynamics of world trade, 
(Weir, 2000). These forces place ever increasing pressure on organizations to 
compete, as well improve quality and customer service and to lower costs. The 
research starts from the point of view that existing organizational culture and the 
influence of national culture on personal values could lead to differences in the way 
companies in the east and west are governed and manage their employees. There are 
many differences in national culture characteristics in cross cultural comparisons 
between eastern and western countries, (Lok and Crawford, 2004), but there has been 
no cross-cultural comparison that specifically looks at employee involvement and 
participation (EIP) in Libya and the UK. This study is intended to investigate whether 
differences exist in this area between Libyan and UK companies, and between the EIP 
operating in both the public and private sector governed companies. 
Other studies suggest that organizational 'culture is significantly influenced by the 
national culture at which the organization is located, (Lindholm, 2000; Tata and 
Prasad, 1998). Melgarejo et al, (2007) carried out research looking at the differences 
in performance between organizations with different organizational structures namely 
capitalist or labour-owned enterprises. According to Boxall and Macky, (2009, p. 3) 
"high performance work systems will lead to superior performance", but EIP has to 
embrace the concept of total employee involvement in the form of teams, (Fazzart and 
Mosca, 2009). The use of teams and the introduction of employee involvement in 
decision making can represent "a significant change in the way decisions are made in 
organizations", (Brown and Cregan, 2008, p. 672). An objective of this study is to 
discover if this would be the case in the forms of EIP allowed in UK and Libyan 
public or private sector companies. Any involvement of employees needs to be a two- 
way proactive process and not simply information sharing. This means management 
needs to relinquish some of its control over decision making in order to provide their 
employees with an opportunity to supply their input and help determine the outcome 
2 
of the decision. This type of involvement means that, "employees are welcome to 
participate in decisions that were ordinarily the prerogative of management", (Brown 
and Cregan, 2008, p. 672). Additionally Butler, (2009, p. 176) notes that, 
"Interestingly, there is an acknowledgement that different techniques need to be 
adopted for changing circumstances and that theory must identify the conditions 
under which management initiate various forms of participation". Finally Boxall and 
Macky, (2009, p. 4) explain that there is, "now a major body of academic work on 
high performance work systems (HPWSs), traversing the fields of labour economics, 
industrial relations, strategic HRM, organizational behaviour and operations 
management". It is clear that there is a greater need for real employee involvement in 
the decision making process, not only through the usual forms of general or 
management meetings or even representation on a committee, but much more 
directly. 
Historically the Libyan government has always supported the industrial sector 
because if its vital role in the development of the country. This has involved 
diversifying the sources of national income revenues; helping to create job 
opportunities; satisfying the needs of consumers and exploiting the available sources, 
whether natural or human, (Committee of Evaluation the industrial Companies 
Situation, 1994). In the last twenty years Libya has moved towards liberalization of 
its economy, and this is exemplified by the greater scope allowed to private enterprise 
in the retail trade, and to small-scale and agricultural businesses. In September 1992, a 
Privatisation Law was passed providing for the sale of state assets to private interests 
and for private sector participation in the economy. As a consequence of economic 
liberalization and deregulation of industry and business there is also a demand for a 
new corporate ethos. Corporate governance has gained tremendous importance in 
recent years, (Aras and Crowther, 2008). This study will investigate the available 
literature on national/organizational culture and human resource management 
structure in alternative systems of corporate governance to critically and analytically 
explore the nature of employee involvement and participation (EIP) in UK and Libyan 
contexts. 
3 
1.1 Research Background 
In this thesis the researcher intends to investigate the organizational culture and 
management style encouraged at both a national and organizational level, as well as 
within the public and private sectors in both Libya and the UK. It was also necessary 
to consider the philosophies, concepts and techniques concerning employee 
involvement and participation (EIP) offered to workers, in order to attain some 
indication of existing attitudes toward EIP in country, organization or sector. 
1.1.1 National Culture 
The influence of culture in general, and more specifically in the sub-divisions of 
national, organizational, and occupational culture, has been the subject of much 
discussion over the last few decades. Within this debate, amongst many definitions of 
culture offered by different authors, one offered by Adler and Jelinek, (1986, p. 100) 
perceived culture to be: 
"... a set of taken-for-granted assumptions, expectations, or rules for being in 
the world. It is a paradigm, map, frame of reference, interpretive schema, or 
shared understanding". 
Hofstede (1991, p. 50) suggests that culture is: 
"... the collective programming of the mind which distinguishes the members 
of one group or category of people from another". 
In this conception, the `group' indicates a number of people in contact with each 
other, and a `category' consists of people who, without necessarily having contact 
amongst them, have something in common. 
Fatehi (1996, p. 42) defines culture as: 
"a system of knowledge and standards for perceiving, blessing, evaluating and 
acting", and added that `language, ethnicity and religion are the major 
components of culture". 
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According to, (Beardwell and Holden 2001) culture can mean many things, ranging 
from expression through the arts and other creative media, to societal perceptions of 
history and spirituality. Furthermore, they consider that culture consists of explicit 
and implicit patterns of behaviour, acquired and transmitted by symbols, constituting 
the distinctive achievement of human groups, including their embodiment in artefacts. 
The essential core of culture, they feel consists of traditional (that is, historically 
derived and selected) ideas and especially their attached values. Culture systems 
therefore may, on the one hand, be considered as products of action, and on the other, 
as conditioning elements of future action. From these various definitions, it is seen 
that culture is derived from language, ethnicity, nationality, and sharing of other 
common experiences like, working in the same organization. 
Therefore, it is possible to think of national culture on the one hand, as a set of values, 
beliefs and attitudes operating across people from a particular country or region, and 
organizational culture on the other hand, as a set of values, beliefs and attitudes 
promoted by the executives and senior management. Gooderham et al., (1999, p. 527) 
revealed however that there are significant cross-national varieties of the typically 
novel or "modern" human resource management practices adopted. This is even the 
case when the focus is limited to countries that are not very distant from one another 
in cultural terms. This situation may exist as "a result of different societies" modes of 
economic governance and management practices being highly path dependent and 
system specific", (Boyer and Hollingsworth, 1997, p. 265-266). This leads to serious 
limitations in the extent to which one society may mimic the forms of economic 
governance and performance in another. There are many factors that influence 
organizational behaviour and culture in different ways equally however in any 
organization it is the structure and functions that are the main ingredients, which 
determine employee behaviour. 
1.1.2 Organizational Culture, Structure and Governance 
As the main aim of modem human resource management disciplines is to increase the 
effectiveness of the organization, by seeking the commitment of its employees to 
sustain competitive advantage, (Guest, 1987) there is therefore, a need to have a 
properly managed and motivated workforce that is also committed to the 
organizational goals. This is very important for the effective working of any company. 
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Any tightening of constraints on many organizations in the form of governmental 
regulations and ever increasing foreign and domestic competition merely serves to 
further highlight the strategic importance of having a committed and motivated 
workforce that is allowed to become involved and participate in decision making. In 
the 1990's Western academics used the competing values framework to explore the 
competing demands within organizations between, "their internal and external 
environments on the one hand, and control and flexibility, on the other", (Denison and 
Spreitzer, 1991, p. 4-5). A case was made that in any organization which has an 
internal focus, emphasis tends to be placed on things like integration, information 
management and communication, whereas in an organization with an external focus 
there is emphasis on growth, resource acquisition and interaction with the external 
environment. 
Flexibility 
Internal 
Human relations model 
(Group culture) 
Personal 
Warm and caring 
Loyalty and tradition 
Cohesion and morale 
Equity 
Open systems model 
(Developmental culture) 
Dynamic and entrepreneurial 
Risk taker 
Innovation and development 
Growth and resource acquisition 
Rewards individual initiative 
External 
Formalised and structured 
Rule enforcement 
Rules and policies 
Stability 
Rewards based on rank 
Control 
Production oriented 
Pursuit of goals and objectives 
Tasks and goal accomplishment 
Competition and achievement 
Rewards based on achievement 
Figure 1.1 The Competing values framework of organizational culture: 
Adapted from Zamutto and Krakower (1991) 
As can be seen in Fig 1.1 there is a second dimension to conflicting demands, which 
shows that those organizations with a focus on control emphasize stability and 
cohesion while organizations with a focus on flexibility emphasize adaptability and 
spontaneity, (Zammuto et al., 1999). The motivations that are created by the 
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involvement and commitment of employees in the employment relationship and the 
subsequent organizational effectiveness which can be achieved from HRM practices 
is hoped to be transformed in Libyan organizations, especially in the public sector. It 
is apparent that the debate on whether national culture has an impact on organizations 
and their human resource management practices remains unresolved, (Redding, 1994; 
Miller and Sharda, 2000). On the one hand, the `culture-free' position argues that 
relationships among, the major components of organizational structure, are similar 
across different cultures. This is a structuralist argument while, the `culture-bound' 
position maintains, that management and organizational structure is essentially the 
product of socio-cultural forces. With respect to `Arab management', it has been 
argued that, this culture-bound position is unfounded, (Dedoussis, 2004). Although 
culture does not offer a full explanation, it nevertheless provides an underlying 
substantiation for explanations that may turn out to be very varied, (Weir, 2001). 
In the 1990's Hofstede, (1994) attempted to offer some comparisons of collectivistic 
as opposed to individualistic cultures, but it seems that even through industrialisation 
and economic prosperity, traditional societies as opposed to more developed ones, 
tend to maintain their collectivist tendencies (Abbas et al, 1997). Current Anglo- 
American organizational governance arrangements and human resource management 
practices may place power in the hands of management who in turn promote a much 
more individualistic relationship with their employees. 
1.1.3 Different (HRM) Approaches 
The traditional form of HRM was based on the assumption that if management seeks 
to meet the needs of people and this will lead to a competitive advantage. There was 
also a need to incorporate the idea of co-operation however, which in turn is based on 
an assumption that such an investment in a company's human resources will lead to a 
situation, were "there is a much more individualised employee relationship and no 
longer a demand from employees for union services", (Mc Loughlin, 1996, p. 304). 
However in large bureaucratic organizations where workers are more likely to be 
treated impersonally "union services may be valued more highly as employees feel 
they have greater need for representation and protection" Schnabel and Wagner, 
(2007, p. 22). In organizations where non-union recognition has become the norm, 
employees may feel, that their non-membership, in terms of the cost (union 
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subscriptions) when considered alongside the benefits, and the security they felt in 
their employment, led them to believe they did not need union `services', (Tailby et 
at., 2007). It appears therefore that if an HRM approach, without unions provides the 
best fit with contemporary conditions then this is likely to be the preferred approach, 
suggested by many theorists to employee relations. In these circumstances the 
employment relationship between manager and the managed is carried out in a much 
more individualistic manner. 
The Anglo-Saxon framework strongly advocated in Britain and the USA emphasizes 
individualism, and is seen in the shift to HRM, and the growth in pay systems based 
on merit. The high individualism concept is associated with an emphasis on policies 
concerned with employee development. Whereas, the alternative of a high 
collectivism concept is most apparent, where there are structures within the 
organization for employee participation through representation and management 
offers co-operation and strong support to their workers. In countries that have a high 
collectivist orientation, organizations have typically used cooperative decision- 
making as opposed to individual decision-making. This is because consensus and co- 
operation are more valued than individual initiative and effort. The motivation of 
employees in such an environment derives from a sense of belonging, and rewards are 
based on being part of the group. The role of leadership in such cultures is to facilitate 
team effort and integration to foster a supportive atmosphere and to create the 
necessary context or group culture. 
1.1.4 Western Management Practice 
The essence of the Western unitary theory of employee relations is that, the work 
organization is an integrated and harmonious whole existing for a common purpose. 
The assumption made is that each employee identifies unreservedly with the 
organizations' aims and with its methods of operating. There will be no conflict of 
interest between shareholders in the organization as managerial representatives, the 
workforce, and managers are merely parts of the same `team', with the managers 
being expected to provide strong leadership. Employees in this situation are expected 
to remain loyal to the organization and to its management in deference to the common 
problems facing managers and subordinates alike. Work organizations, under this 
approach are viewed as unitary in their structure and purposes, with a single source of 
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authority and a cohesive set of participants motivated by common goals. Employee 
relations therefore, are based on mutual co-operation and harmony of interest between 
management and managed within the organization. Although there are obviously 
some variations in practice there is an expectation that in Libya with its much more 
prevalent control of organizations, in which the Government are the stakeholders, 
management practices, and therefore the employment relationship, would be unitary. 
1.1.5 The Employment Relationship 
The employment relationship between management and employees itself, is a factor 
that can make a significant impact on the degree to which organizational effectiveness 
is achieved, (Armstong, 2000). But as Armstrong, (2000, p. 12) states "relationships 
between these two groups are subjected to continuous development and therefore it is 
necessary to take a strategic view to ensure a lasting and positive relationship exists". 
The relationship may be formal, contracts of employment, procedural agreements, or 
they may be informal, but will always depend on the management practice allowed by 
the organizations' and the nations' culture. 
1.1.6 The Libyan Context 
Historically in Libya the whole area of management has been affected by the fact that 
the extended family, clan, tribe, village and Islamic religion characterise the social 
environment, (Agnaia, 1997). All of these factors play a major role in the 
community's life and people's relationships with each other. Studies in international 
comparative management have highlighted the impact of industrialisation on 
developing nations and suggest that in their quest for economic progress, the 
developing countries would face managerial and social problems, (Agnaia, 1997). 
The major issues which stand out are the transfer of Western management techniques 
and practices, and the selection of appropriate frameworks to achieve ambitious 
developmental goals. Management decisions in Libya have a tendency to be 
influenced by personal connections, community attitudes, beliefs and customs, in 
many of its procedures, such as staffing, selection and promotion. Libyan managers 
are accused of being more concerned about the creation of social relationships at the 
workplace than the job itself. Management procedures in Arab societies in general, 
are frequently influenced by "personal connections, nepotism, sectarian and 
ideological affiliation" Agnaia, (1997, p. 120). This may be because tribal traditions 
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sanction consultation in the conduct of all aspects of life, as it is the practice of tribal 
societies that members of the entire kinship network should be consulted on matters 
important to their collective welfare, (Abbas, 1990). However, this tribal mentality 
and rivalry also encourages authoritarian approaches to dealings with non-kin, such as 
other tribes or other segments of society. This leads to the authoritarian 
organizational structures particularly apparent in most Arab organizations. 
Whether public or private, they are highly centralised and adopt this authoritarian 
structure, regardless of corporate strategy or technology. There is a growing belief, 
however that global conditions require that, companies in transitional countries like 
Libya need to be ready to adapt their management policies due to changes taking 
place in the surrounding environment. It is suggested that they can do this by having 
more knowledge about western management techniques, and the use of employee 
involvement and participation (EIP) to secure greater employee commitment, but also 
have to change the existing organizational cultures and structures to improve 
performance. 
1.1.7 Employee Involvement/Participation (EIP) 
Employee involvement is seen as an individual situation in which a worker can be 
involved in activities including quality circles, suggestion schemes, job enrichment 
and job rotation and enlargement and problem solving groups. Whereas employee 
participation is normally a more collective situation where through a representative, 
employees can make their views and opinions known to management e. g. employee 
representatives workers directors or works councils. However many authors like, 
(Knudsen 1995; Bratton and Gold 1999) believe that the level of employee 
participation received is an indication of the power that workers have within an 
organization, whereas employee involvement on its own is a process, which is 
management led and could be considered as simply a way of extracting greater 
employee commitment to the company. 
According to McLoughlin, (1996, p. 304), "... the traditional form of HRM squarely 
rests on an assumption that if management seeks to meet the needs of people this will 
lead to a competitive advantage. McLoughlin, (1996, p. 304) further states, that this 
kind of employee management could be viewed in the following manner, "Rather 
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than a rejection of collectivism in total, it may be the type of collectivism which also 
embodies the independent representation of employees". Since the 1980's there has 
been considerable growth of interest in HRM. As a result interest in communications 
and employee involvement and participation have grown considerably in Britain and 
North America, and the topic of employee involvement participation (EIP), "has long 
held a fascination for both the academic and practitioner communities" Butler, (2009, 
p. 176). Even though this is the case, many important theoretical issues remain to be 
resolved such as, why certain core EIP practices remain so enduring within the 
context of a dynamic and fast-moving business environment and how changing 
economic, political and legal environments might influence the `embeddedness' of 
specific forms of EIP causing some to fall by the wayside, while others flourish. So 
this study will investigate national and organizational culture and compare UK and 
Libyan cultures in the private and public sectors to highlight the most prevalent EIP 
techniques used and their impact on EIP outcomes. 
1.2. Research Aim and Objectives 
The background to this research is to investigate the state of EIP in Libyan and UK 
companies. This requires that a number of factors be considered, such as the national 
and organizational culture that exists and the importance placed on employees in the 
work environment as well as the opportunities they are given for involvement and 
development. The management style employed within the organization can play a 
vital role in promotion of particular forms of EIP, and the subsequent employment 
relationship. The most important question to be considered therefore is, Does the 
management style support direct communication in an individualistic manner with 
workers or is this communication carried out in a more collectivistic way through 
established workers representative organizations? 
The main aim of this research is: 
To critically and analytically explore the nature of employee involvement and 
participation (EIP) in UK and Libyan contexts 
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To achieve the main aim of this research the following objectives need to be achieved 
1. Conduct a detailed literature review to develop an understanding of the 
many factors involved in EIP 
2. Develop a model of criteria in order to assess the EIP in different 
national and organizational contexts and create research questions. 
3. Develop and implement an appropriate methodology for data collection 
to test the hypotheses produced from the research questions created 
4. Conduct a study of EIP practices in the UK and Libya from which to 
draw comparisons. 
5. Analyse the data collected to draw conclusions 
1.3. Rationale and Importance of the Research 
According to Terterov and Wallace, (2002) it is now becoming evident that after the 
suspension of UN sanctions in 1999 and the sustained recovery in oil prices, Libya is 
emerging as a market of immense potential and is generating renewed interest from 
among investor circles. Although the degree of openness of the Libyan market 
remains comparatively limited, there are a number of encouraging signs that the 
government is pursuing a more conciliatory approach towards foreign businesses. In 
the longer term, the market will deepen and grow as the Libyan authorities encourage 
private-sector involvement and inward investment. There has been research carried 
out in the past by, Al-Nakeeb, (1985); Al-Saigh, (1986); Agnaia, (1997) and Al-Faleh, 
(1989), into ways that the competitive nature of all Libyan organizations can be 
improved. However this thesis will be the first, to that investigates the effect that 
national and organizational culture could have on the resultant forms of EIP practiced 
between the UK and Libya. 
1.4. The Research Contribution 
As the pressures of globalisation have intensified competition in product and labour 
markets, which emphasize the need for greater efficiency and productivity and a 
greater focus on the link between EIP, business strategy and organizational 
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performance have been highlighted, (Gollan and Wilkinson, 2007). Globalisation has 
led to a reduction in trade barriers between countries, the deregulation of markets, 
increased privatisation and the ending of many state monopolies (Holman et al, 2003). 
The relationship between communication, consultation and organizational 
performance has formed a significant part of debates, with much cross-national 
analysis within international human resource management concentrating on whether 
approaches to the management of people are converging or diverging, (Kessler et al, 
2004). The Anglo-Saxon framework advocated by Britain and the USA emphasizes 
individualism, and is seen in the shift to HRM, and the growth in pay systems based 
on performance. As Libya opens up to the West more and more companies are 
coming to work there, this research intends to consider the consequences of applying 
Anglo-Saxon forms of EIP in Libya organizations whether they be in the state 
controlled public, or the ever increasing private sector. This study is unique as it will 
investigate the available literature on national/organizational culture and human 
resource management structure in alternative systems of corporate governance and 
create a model/framework from which to discover their influence on the forms of EIP 
practiced within organizations. The research questions generated and the hypotheses 
drawn from them will allow testing to take place at a national, organizational and 
employee level by surveying the EIP which, exist within both public and private 
sectors in Libya and the UK. 
1.5 The Structure of this Thesis 
The research model to be developed from the literature reviewed aided in the 
construction of research questions to be answered and the design of a methodology 
and hypotheses to test, with which to study the implementation of EIP in both Libyan 
and UK private and public organizations. The study is presented in three sections that 
mirror the steps necessary for its completion. 
Chapter One 
In this first chapter and section of the thesis, the background to the area to be studied 
is introduced. This chapter clarifies the belief that existing national, organizational 
and corporate cultures can not only influence personal values but could lead to major 
difference in the way companies in the east and west are governed and manage their 
employees. 
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Chapter Two 
The second section of the thesis includes the Literature Review and Research 
Methodology chapters. In this first chapter of the section in order to produce a model 
for the research and uncover research questions that will assist in the study, a number 
of areas of interest were considered. The influence of national and organizational and 
culture were investigated as was the role of corporate governance and its influence on 
the prevalent forms of employee participation and involvement in a country or 
organization. The models of HRM were looked at, internationally and the relevance 
of HRM and EIP as concepts were considered in light of the pressure that 
globalisation can place on organizations throughout the world and in both the public 
and private sectors, in order to provide context. Additionally, in this chapter the case 
that information sharing as a form of EIP is merely a system specifically designed to 
increase management control is considered. EIP involves a shift in the balance of 
power in the employment relationship and implies that management trusts its 
employees and values their contribution. Employees and their representatives have 
traditionally favoured involvement in decision making, while management has 
typically expressed a preference for the retention of managerial control through 
information-sharing approaches. The form that EIP might take can be governed by 
national or organizational culture and the management style which exist within a 
particular sector or country. These are important factors to be considered in any 
attempt to investigate the implementation of employee involvement practice (EIP) and 
they are considered in this chapter. 
Chapter Three 
In this second chapter of the section the researcher highlights the fact that, before 
starting any research there are a number of methodological strategies to consider, each 
of these strategies may be linked to a particular approach or philosophy. But the 
research strategy chosen should reflect the fact that careful thought has been given to 
why the particular strategy has been selected and should include valid reasons for the 
decisions made regarding the research. The choice of philosophy, approach, and 
research strategy are justified. The methods of sampling, data collection presentation 
and description and subsequent analysis are also discussed, as is the need for a pilot 
test and the challenges encountered in the course of completing the study. 
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Chapter Four 
In this chapter of the Analysis and Interpretation section of the thesis, there is an 
explanation the use of multiple data collection methods to allow triangulation between 
the responses of employees and managers. The non-random nature of the sample 
produced and the emergence of a response bias, caused a non-normal distribution, due 
to the use of leading questions caused problems in the testing. The results from 
quantitative the group data, the test of difference and the comparisons they show 
between the respondents from both countries and sectors are also presented. 
Chapter Five 
In this chapter of the Analysis and Interpretation section the qualitative group data is 
tested to find any evidence of a causal link between national and organizational 
culture and the opportunities employees are given for involvement in decision 
making. The qualitative data collected was codified and then a process of analytical 
induction was carried out to discover any significant areas of difference. 
Chapter Six 
In this chapter of the Analysis and Interpretation section of the thesis, the background 
to this research is reviewed and the fact that in most organizations there are competing 
demands, between their external environments, on the one hand, and their internal 
control and flexibility on the other is highlighted. Ultimately the nature of employee 
involvement allowed, will depend on the structure and culture of the individual 
organization and the creation of a climate and atmosphere which promotes EIP. 
Chapter Seven 
In this final chapter of the thesis conclusions are drawn, limitations are discussed, and 
the research contribution is highlighted. 
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SECTION TWO: LITERATURE REVIEW AND 
RESEARCH METHODOLOGY 
16 
Chapter Two: Literature Review 
HRM/ EIP and the Influence of National and Organizational Culture 
2.0. Introduction 
The world of work is changing, (Meyer and Allen, 1997). As a result of these changes 
companies are adopting new approaches to the way they organise and emphasis 
flexibility and efficiency, as they are now expected to be able to adapt to changing 
conditions and to cut costs in order to be competitive, (Meyer and Allen, 1997). 
"Processed-based-based organization" made up of "flatter, partnership-based, customer- 
focused, team and project-orientated structures" has resulting, (Bryans and Smith, 2000, 
p. 230). The role of management must be to "harness the co-operation of workers 
through team-building and improvements in communication as well as encouraging 
worker participation in the decision-making process", (Leopold, 2002, p. 109). In less 
well developed countries governments have been "compelled by circumstances to create 
a favourable climate for foreign investment by endorsing a market-driven process of 
economic reform and moving cautiously on the issues of affirmative action, worker 
participation and a national minimum wage", (Klerck, 2008, p. 358). 
The global crisis in the late 20th and early 21St centuries have made these changes 
necessary in the world of work and also as a result of these crisis, many managers 
changed their views toward the links between `people management' and the search for 
competitive advantage, (Boxall and Purcell, 2003). In particular changes in the 
employment relationship caused a weakening of the employees' positions within many 
organizations, (Boxall and Purcell, 2003). The main actors in the decisions that were 
made in this relationship argued that the introduction of these new business strategies 
whereby employees rather than industrial relations have become based on achieving 
cost advantage as well as productivity improvements, therefore making arguably the 
process hinged on the ability to meet customer demands by tapping into the sources of 
employee commitment, motivation and innovation, (Holman et al, 2003). The main 
claim for this new view of the work organization, as was pointed out in the background 
to this study, was to allow the management of production in less bureaucratic ways and 
to create a work life more meaningful and satisfying which allowed workers to 
participate and become more involved in the decision-making process, (Boxall and 
Macky, 2009). 
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This move to allow workers to participate and become more involved in the decision- 
making process represented a fundamental change in the way decisions are made in 
organizations. However as a major step in the introduction of this process is that 
management must be willing to give up some of its control over decision making and 
allow employees an opportunity to provide their input and assistance in determining the 
outcome, (Brown and Cregan, 2008). Most importantly employees must perceive that 
those procedures, which are put in place lead to participation opportunities that are fair, 
(Torka, Schyns, and Kees Looise, 2010). There has been a strong case put over the 
years that information sharing, on its own, as a form of employee involvement, is 
merely a system specifically designed to increase management control by creating the 
impression that control has been devolved to employees, (Marchington and Wilkinson, 
2004). Further Marchington and Wilkinson, (2004) also stated that employees and their 
representatives have traditionally favoured involvement in decision making, while 
management has typically expressed a preference for the retention of managerial control 
through information-sharing approaches. However the researcher questioned whether 
the same Western based literature applied in different cultures such as in Libya. 
It has also been claimed that modem working practices are most effective, indeed, can 
only be effective, when underpinned by a highly skilled and committed workforce and 
when accompanied by appropriate human resource management practices, (Holman et 
al, 2003). The nature of a country's economy and political infrastructure as well as the 
organizational culture they promote will have an effect on the style of management in 
organizations and the subsequent treatment of employees. As the world of work is 
changing there are implications for the meaning, consequences, and development of 
employees treatment and the levels of commitment they feel, (Meyer and Allen, 1997). 
Greater levels of employee involvement and participation are now being seen as having 
even more importance as they are seen as contributing to major political, social, and 
economic issues in many countries around the world, (Tsiganou, 1991). 
As was previously mentioned there is now greater interest in managing production in 
less bureaucratic ways and in making work life more meaningful and satisfying by 
allowing workers increased levels of participation in the decision-making process. This 
interest is apparent, as can be seen, from the growing number of worker participation 
schemes that have emerged in most Western industrialised countries, in Japan, as well 
as in Eastern Europe and Third World countries, (Nolan and O'Donnell, 2003). 
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Although Nolan and O'Donnell's (2003) research explored a wide range of countries, 
there was a clear omission of Libya. This presented a question to the researcher whether 
the same theories would be applicable in Libya? 
The biggest challenge however is to determine how employee commitment through 
involvement is affected by the many changes (e. g. increased global competition, 
reengineering, downsizing) that are occurring in the world of work (Meyer and Allen, 
1997) and require a thorough understanding of the HRM concept, (Cabral-Cardoso, 
2004; Yeganeh and Su, 2008; Dewettinck and Remue, 2011). There is also the 
importance placed on health and safety of employees in the work environment to be 
considered (Poole et al, 2001) and the opportunities they are given for self development 
and involvement in decision making by the national or organizational culture. The 
management style employed within the organization will also play a vital role in 
promotion of particular forms of employee involvement and participation (EIP) (Katou, 
Budhwar, Woldu, and Al-Hamadi, 2010). 
A question posed here is whether the organizational culture supports direct 
communication in an individualistic manner with workers or is this communication 
carried out in a more collectivistic way through established workers representative 
committees. Employers in individualistic societies like America are said to encourage 
and reward individualised approaches to work through paternalistic approaches to the 
workforce. Additionally, there is a strong case presented that collectivism tends to lead 
to union recognition, whereas individualism is more likely to lead to non-unionism. It 
has however, been pointed out that "the dimensions are not clear cut, and elements of 
both individualism and collectivism may be combined in some instances" Leopold, 
(2002, p. 100). 
It is also argued that this relationship between individualism and collectivism or the 
prevailing management style may be particular to "specific social, economic and 
political circumstances, which both shape the nature of these preferences and choices 
and the power available to the respective parties to impose them" Kessler and Purcell, 
(2003, p. 314). However from a Libyan context, the researcher whose background has 
been based in Human Resource Management again questioned this application. 
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In this literature review in order to produce a model for the research and generate the 
research questions that would assist in the study, a number of areas of interest were 
considered. The concepts of HRM and EIP are considered, as are their development, to 
provide a context for the discussion of EIP. A justification is provided for the view that 
EIP is an essential element of HRM practice. Existing EIP literature is examined in 
order to highlight the key theories and discover what the main studies have found or 
failed to find. The cross cultural nature of this thesis requires that HRM and EIP be 
investigate in different national contexts to discover the impact of national, religious, 
social, economic and political factors. The economic and social aspects will be 
explored later. Finally the influence that organizational culture has on corporate 
governance and management style in public or private sector organizations is 
considered. 
2.1 The Concepts of HRM and EIP 
In this new world of work many find HRM to be an elusive concept mainly because it 
has a number of meanings, (Price, 2004), and it is therefore difficult to identify a 
universally acceptable definition. Even the three words themselves `human resource 
management' do not provide an adequate explanation. `Human' of course implies its 
connection with people and `management' explains that is located within business and 
organization; but the use of the word `resource' is highly ambiguous and many people 
find it difficult to understand. Much of academic literature suffers from forgetting about 
the human element in HRM, (Price, 2004). 
This neglect in the literature may originate from the difficulty that occurs in trying to 
consider a person's worth or value to an organization, and has arisen from an individual 
employees' humanity that makes them different from other organizational resources. 
The major features that appear to some degree in many HRM frameworks and theories; 
include the integration of human resource policies with each other and with the 
organization's business plan, additionally, HRM is a key instrument of business 
strategy, viewing employees as important assets, 
The next, key feature is that the responsibility for managing people moves from 
personnel specialists to senior (line) managers. Furthermore, employee relation's shift 
away from collective bargaining dialogues between management and unions, toward a 
more direct discussion between management and individual employees. Finally and 
20 
perhaps most importantly "there is a stress on commitment to the organization and 
personal initiative" Price, (2004, p. 36). It is the focus of HRM to close this gap and to 
achieve greater organizational effectiveness, (Price, 2004). There is a greater 
importance placed on the individual as each employee is expected to have the 
commitment to act on their own initiative to achieve organizational goals. The growth 
of interest in international HRM issues, has led observers to attempt to systematise its 
processes and influences in the organizational context. 
2.1.1 Human Resource Management and its Development 
The first attempts to create a coherent framework of HRM are rooted in Anglo- 
American experience. Beer et al, (1984, p. 16) suggested a framework as the basis for 
cross-national comparative analysis and also suggested, "... the adoption of this 
framework as a basis for international research in HRM" as they felt it had a number of 
specific advantages. Beer et al, (1984, p. 16) also argue that, "when managers determine 
the appropriate human 
, 
resource policies and practices for their organizations, they 
require some method of assessing their appropriateness or effectiveness". 
Stakeholder 
Interests 
Shareholders 
Management 
Employee groups 
Government 
Community 
Unions 
Situational 
factors 
Workforce 
characteristics 
Business strategy 
and conditions 
Management 
philosophy 
Labour market 
Unions 
Task technology 
Laws and 
societal values.. ". 
HRM policy HR outcomes Long-term 
choices Commitment consequences 
Employee Competence Individual 
Influence Congruence well-being 
Human resource cost Organizational 
flow effectiveness effectiveness 
Reward systems Societal 
Work systems well-being 
------------------- ------------------- --------- 
Figure 2.1: The Harvard Interpretation of HRM, from Beer et at, (1984, p. 16) 
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The Harvard interpretation by Beer et al (Fig 2.1) is still relevant and coherent today, 
their map is based on an analytical approach and provides a broad causal depiction of 
the "determinants and consequences of HRM policies", Beer et al, (1984, p. 16). The 
framework, (Beer et al, 1984) suggested interprets human resource policies to be 
influenced by two significant considerations, which are 
" Situational factors in the outside business environment or within the firm such as 
laws and societal values, labour market conditions, unions, workforce 
characteristics, business strategies, management philosophy and task 
technology. 
" Stakeholder interests, including those of shareholders, management, employees, 
unions, community and government. 
The emphasis of their interpretation is on psychological objectives involved in the 
`human' side of human resource management, including 
(a) Motivating people by involving them in decision making and 
(b) Developing an organizational culture based on trust and teamwork. 
In the Harvard interpretation employees are seen as resources who are viewed as being 
"fundamentally different from other resources and they cannot be managed in the same 
way", (Price, 2004, p. 41). Additionally, this approach recognizes an element of 
mutuality in all businesses, where employees are seen as significant stakeholders in an 
organization who have their own needs and concerns along with other groups such as 
shareholders and customers. However the Harvard view acknowledges that management 
retain the greatest degree of power, and states that there has to be scope for 
accommodation of the interests of the various stakeholders and also acknowledges the 
need for mechanisms to reconcile the inevitable tension between employee expectations 
and management objectives. 
The proposed alternative to the Harvard Model is the Michigan Framework. As can be 
seen in Figure 2.2, this framework identifies a number of key areas for the development 
of appropriate HR policies and systems. 
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Figure 2.2: The Michigan Framework of HRM, (Tichy et al, 1982) 
This framework clearly indicates that within the firm organizational structure plus the 
company's mission and strategy may affect the nature of human resource management 
employed. There are also external forces such as the political situation as well the 
country's economic model and any cultural influences that will have an affect on the 
nature of human resource management. According to Price, (2004, p. 46), "whereas the 
Harvard approach was inspired by the behavioural sciences, the Michigan framework 
was strongly influenced by strategic management literature", see Figure 2.2. HRM in 
this view is seen as a strategic process, that must make the most effective use of an 
organization's human resources, therefore there have to be coherent human resource 
policies that `fit' closely with overall business strategies. This framework takes a top- 
down approach and control of human resources lies firmly in the hands of senior 
management. Employees are selected and trained to meet the performance needs of the 
organization. Additionally, employee's attitudes and behaviour must also fit the 
strategic requirements of the business. The Michigan framework of HRM strongly 
advocates that employees show behavioural consistency with the ways of thinking and 
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operating necessary to achieve business goals. In fact, in the Michigan approach HRM 
is seen as a secondary product of strategy and planning rather than a primary influence. 
The main purpose of human resource strategy is simply, "to assist in the achievement of 
an organization's goals", which indicates a harder, less humanistic edge, holding that, 
"employees are resources in the same way as any other business resource", (Price, 2004, 
p. 46). 
Therefore in this approach people have to be managed in a similar manner to equipment 
and raw materials and be obtained as cheaply as possibly, used sparingly, and developed 
and exploited as much as possible. Earlier frameworks of HRM took either a `soft' or a 
`hard' approach, but today, "economic circumstances are more likely to drive the choice 
rather than any question of humanitarianism", (Price, 2004, p. 36). Hard HRM, follows 
the Michigan framework and focuses on the resource side of human resources 
management, for it places emphasis on costs in the form of `headcounts' and puts 
control firmly in the hands of management. Under this hard framework their role is to 
manage numbers effectively and keep the workforce closely matched with requirements 
in terms of both bodies and behaviour. The softer view of HRM, follows the Harvard 
interpretation, and stresses the `human' aspects. This means that in this softer 
framework greater concern is shown to the aspects of communication and motivation, 
employees in this situation are led rather than managed and are encouraged to be 
involved in determining and realising strategic objectives. 
"Today's organizations are in need of engaged employees", (Bakkeri, and Schaufeli, 
2008, p. 150). The three main approaches to employee engagement include, first of all, 
its conception as a set of motivating resources like support and recognition as well as 
performance feedback and opportunities for learning and development. Secondly its 
conception in terms of extra-role behaviour, describing it as a psychological state where 
employees feel a vested interest in the company's success and perform to a high 
standard or as "personal satisfaction and a sense of inspiration and affirmation they get 
from work and being a part of the organization". Clearly, this seems like "putting old 
commitment wine in new engagement bottles", Bakkeri, and Schaufeli, (2008, p. 151). 
The third approach defines engagement independently from job resources and positive 
organizational outcomes-such as commitment-as a positive, fulfilling, affective- 
motivational state of work-related well-being. According to, (Royer, Waterhouse, 
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Brown, and Festing, 2008), there have always been employers that cared more about 
their employees and had a closer relationship with them than others. In Germany, 
France and Japan a traditionally stakeholder system has operated. However, today an 
overall trend can be observed for the adoption by employers of a more market-based 
approach to the employment relationship not only in the U. S. but also in Western 
Europe and Japan. The consequence being that, job satisfaction, employee engagement 
as well as trust in management are declining. 
Although the Harvard Interpretation of HRM is the most influential framework and 
most familiar approach, so far as the international scholarly and business communities 
are concerned, there are a number of writers who have seriously questioned the 
universal appropriateness of management frameworks and theories developed in only 
one country. Hofstede et al, (1994, p. 486) in particular argued that "management 
scientists, theorists and writers are human too, they grew up in a particular society in a 
particular period, and their ideas cannot but reflect the constraints of their environment". 
It was widely argued, that in Britain and the USA, in the 1980s there had been moves to 
emphasize individualism, seen in the shift, "to human resource management, and the 
growth in merit pay, assessment systems and greater attention paid to recruitment, 
selection and internal training schemes linked to flexibility" Purcell, (1987, p. 540). 
High collectivism is seen in, the use of extensive structures for employee participation 
and representation and creates an environment where management willingly co-operates 
with employee participation, (Purcell, 1987). It has been suggested that high 
individualism in the management of human resources is associated with extensive 
policies concerned with employee development to encourage individual employee 
commitment. 
In those countries with a high collectivist orientation or culture, there is a tendency 
toward cooperative decisions as opposed to individual decision-making. Consensus and 
co-operation are more valued than individual initiative and effort and according to 
Purcell, (1987) motivation derives from a sense of belonging, and rewards are based on 
being part of the group. 
25 
2.1.2 Employee Involvement and Participation and its Development 
It is very important that managers realise that there is a danger, inherent in the attitude 
of simply considering the people who work for them as expendable assets, to be treated 
as just another factor of production. Managers must have respect for their employees 
and consider that these people, who they employ, have the capability to think for 
themselves and assist in the company's performance through decision making and 
problem solving. There are writer's who strongly support this perspective and state 
that, 
"Any view short of this denies the worker the right to be human because it does 
not recognize the worker's ability to think and suggest some improvements 
toward a better and safer working environment" 
Owusu (1999, p. 107) 
However, in order to create such an environment, there are a number of what, (Cox et 
al., 2006) described as attitudinal changes and practical considerations that have to take 
place. One of the most important practical considerations to be taken into account in the 
implementation of the concept of employee involvement and participation (EIP) is it's 
acceptance by everyone concerned. A new attitude is required to encourage "all workers 
of the company: production workers and workers' representatives, middle managers, 
and especially top managers to share common goals and efforts" Owusu, (1999, p. 107). 
These top managers must be the driving force in defining organizational evolution, they 
must be willing to inform and listen to the workforce, and be prepared to negotiate with 
their representatives, and essentially they must motivate the workforce to accept change, 
(Owusu, 1999). Middle managers must be willing to acquire the relevant knowledge 
that will allow them to operate outside their traditional role furthermore they must be 
willing to evolve. Supervisors also have to be able to motivate staff and adopt a 
coaching attitude, while workers themselves need to be willing to change and become 
more flexible and have the ability to work on their own. The cycle of practical 
considerations and attitudinal changes is completed by workers representatives who 
need to be willing to negotiate with managers at the very top of the organization to 
preserve jobs and ensure company effectiveness. Research carried out into the area of 
employee involvement and participation (EIP) over the years, which has been extensive, 
by writers like Bradley and Hill, (1983); Rathkey, (1984); Klein, (1987); Kelly, (1988); 
Marchington, (1992); Wilkinson et al., (1994); Beale, (1994); Fenton 0' Creevy and 
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Nicholson, (1994); Cunningham and Hyman, (1995); Kumar, (1995); Denham et al., 
(1997); Edwards and Wright (1998); Marchington and Wilkinson, (2000) clearly show 
that there are inherent problems in the introduction of the concept of EIP. 
An example of one of objections that line managers might have to the concept of 
employee involvement is the fact that they do not believe in the principles underlying 
direct participation and see its introduction as simply a soft management style in which 
they are expected to pander to workers (Owusu, 1999). These line managers may also 
take the view that the introduction of such participative management is merely 
interference in their role, from top managers who have little understanding of the 
realities of life on the shop floor (Wilkinson et al., 1994). These objections to EIP 
would, from the point of view of managers be justifiable, as line managers just like 
other employees are concerned about their own future and the introduction of greater 
levels of autonomy among workers could start them thinking about whether or not they 
will continue to have jobs, (Marchington and Wilkinson, 2000). Finally Kumar (1995, 
p. 40) argued that new management initiatives (including involvement and 
participation), "pose serious challenges to unions, threatening their traditional role of 
defending and advancing worker rights" and have the potential to seriously harm 
unions. 
However, despite all of these objections and possible barriers, or perhaps even because 
of them the topic of EIP, for both the academic and practitioner communities, as can be 
seen from the list of researchers, has long held a fascination, (Butler, 2009). Recently 
there have been a number of empirically based criticisms as to the academic output, 
mainly calling for the need to address the lack of existing knowledge, (Marchington and 
Zagelmeyer, 2005). Although there has, as a result of these researchers work, been a 
greater understanding of the factors influencing the take-up of EIP, many important 
theoretical issues remain to be resolved. Similarly, there has been little exploration of 
how the changing economic, political, cultural and legal environments might influence 
the `embeddedness' of specific forms of EIP, (Cox et al., 2006), causing some to fall by 
the wayside, while others flourish, or the apparent shift, in some countries, from union 
to non-union representation, which is felt by many to be the predominant Anglo-Saxon 
model. 
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A number of researchers, including Owusu, (1999); Price, (2004); and Cox et al., (2006) 
point out, that providing the employee with information about the company's 
performance by involving them or allowing them to participate in decision-making will 
be of benefit to all concerned. In fact, (Price, 2004) points out that, although managers 
ultimately have the prerogative to manage, this prerogative should not be exercised 
without considering the opinions of their employees. The improvement that the use of 
such practice can provide, in the general operations of the company, (Cox et al, 2006) 
and the effect this cooperation between workers and management can have on the 
quality of the goods, is in both their interests. Improved channels of communication 
between managers and those they manage are imperative in order to build trust and 
ensure that the organization they work for is world class, (Cox et al, 2006 and Owusu, 
1999). There are also very sound practical reasons why managers should take account of 
employee's views when making decisions according to Price, (2004) these include the 
fact that employees can in certain circumstances have much greater knowledge of the 
specifics of a particular situation within an organization when compared with a 
manager. This means that changes or decisions that may seem perfectly reasonable to 
the manager could in fact have implications which are only spotted by employees who 
are working much more closely with the problem. Therefore, it is only by the creation 
of networks, which allow participation by both parties in decision making, (Cox et al., 
2006) and only by managers adopting the participative style, and by continually 
providing a message that they value employees' contribution, that the necessary trust 
can be realised. 
2.1.3 The Link Between HRM/ EIP and Strategy 
There is however an argument involving the dilemma that, manager's have a right to 
manage while employees have an equal right, to a say in decisions, that are being made 
that will affect them. This argument has to be considered with regard to management 
style which is defined as; 
"... the existence of a distinctive set of guiding principles, written or otherwise, 
which set parameters to and signposts for managerial action in the way 
employees are treated and particular events are handled" 
McKenna and Beech (2002, p. 179) 
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Additionally, just as in the employment relationship and EIP, there are however, 
different perspectives on the management of labour, there are similar differences of 
opinion. It appears that, in one "compliance is exacted from the subordinate in return for 
some advantage or reward... and the process has ingrained in it images of a power 
relationship between the superior and subordinate..., " (McKenna and Beech, 2002, p. 
179). 
The other promotes the process of employees having a say in decisions that are being 
made, and this process being carried out in a more participative manner, (Mabey et al., 
1998). There is evidence to suggest that a more participatory attitude and style of 
management has been emerging internationally, (Mabey et al, 1998) however, in some 
instances the emphasis on short-term results and quantity over quality has encouraged 
the continuation of the traditional management style and suppressed the introduction of 
the participative one. 
Another reason for the apparent suppression of a more participative style of 
management, include the fact that "participative decision-making processes are more 
time-consuming, since the opinions of all interested employees need to be taken into 
account", (Brown and Cregan, 2008, p. 672). According to Audea et al, (2005, p. 533) 
the adoption of strategic HRM has been the subject of many recent studies and has been 
defined as "the pattern of planned human resource deployments and activities intended 
to enable a firm to achieve its goals", (Wright and McMahan 1992, p. 298). 
Characteristically in any comparison of a strategic approach to HRM, with personnel 
management, emphasis is placed on the linkage between HR and business strategies and 
its positive relationship with firm performance, (Becker and Huselid, 1998; Delery and 
Shaw, 2001). Strategic HRM is about integration and adaptation and its main concern is 
to ensure that HRM is fully integrated with the strategy and strategic needs of the firm, 
(Wright et at, 1999). 
2.2. The State of EIP Literature 
EIP it seems can take many forms, as indicated by Marchington, (1992); McNabb and 
Whitfield, (1999); Addison and Belfield, (2001); Marchington and Wilkinson, (2004); 
Cox et al., (2006); Brown and Cregan, (2008); Bennett, (2010). In light of the 
discussion of the idea that any specific framework or form of EIP can be accepted by all 
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organizations, further more detailed investigation is necessary. The most basic form of 
employee involvement, known, as downward communication from managers to 
employees, under which Marchington, (1992) included practices such as team briefings 
as well as regular meetings between senior managers and all sections of the workforce 
and regular newsletters distributed to all levels of employee, is commonly favoured by 
most employers. This form is intended "to capture top-down involvement", (Addison 
and Belfield, 2000, p. 573). Upward problem solving, involves regular meetings among 
work-groups to discuss aspects of their performance (such as quality circles) and 
suggestion schemes according to Marchington, (1992) which Addison and Belfield, 
(2000, p. 100) clarified as "a measure which was intended to capture employees 
involvement from the bottom up". The next form of involvement is more clearly 
described as employee participation this can be indirect or representative participation 
in workplace committees or through a trade union (Marchington, 1992), these were a 
more consultative device, rather than a forum for negotiation, according to Cox et al, 
(2006). The final form of employee involvement and participation is financial 
participation Marchington, (1992) and Addison and Belfield, (2000) explained these 
involve profit related payments or bonuses, deferred profit sharing, a save-as-you-earn 
share option scheme or a discretionary or executive share option scheme or some other 
kind of employee share ownership. 
It appears that distinctions between the various forms of EIP can be made in terms of 
direction, (Marchington and Wilkinson, 2004) the communications can be up or down 
or even lateral. In any consideration of the classification of employee involvement or 
participation it is important to remember that there are "a vast array of techniques" Cox 
et al., (2006, p. 250) which Marchington and Zagelmeyer, (2005) believe can clearly be 
separated into individual or collective, direct or indirect, but even then "the degree of 
influence or power attached to each technique, varies significantly", (Marchington and 
Zagelmeyer, 2005, p. 400). There are, all of these researchers believe, clear benefits to 
involving employees in decision making. In the UK in particular a number of 
innovations as a result of the trend toward high-involvement work practices have been 
implemented. Many employers in the UK were then and remain now, deeply suspicious 
of the arrangements for employee representative participation in Europe. In the UK 
employee involvement and participation through team working, team briefing, attitude 
surveys and employee share schemes are now even more common. All of these 
"innovations have been designed to encourage greater employee participation and 
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thereby better performance", (McNabb and Whitfield, 1998, p. 176-177) within the 
companies operating in the countries in which they were used. More recently research 
has shown that high-involvement work practices are positively related to corporate 
financial performance, (Benson, Young and Lawler, 2006, p. 519). The relationship 
between HR practices and firm performance can be studied from several theoretical 
perspectives. The primary perspective is however that by adopting a resource-based 
view of the firm, (Barney, 1991; Bae et at, 2003; Wright et al., 2001) effective 
management of HR is important as it can be used to sustain competitive advantage. 
2.2.1 What are the Key Theories? 
The idea of one universal approach to EIP, which it is hoped will fit any organization 
universally, does not consider the differences that exist between organizations or their 
national cultures. The same can be said about countries, for at a national level, the 
socio-economic and political differences that exist between countries can make the idea 
of any specific framework being accepted by all, impossible. From research carried out 
in the UK there is increasing evidence of the use of `bundles of practices' Huselid, 
(1995); Pil and MacDuffie, (1996). The trend toward high-involvement work practices 
was also being well established at this time in the USA, but "was less obvious in 
evidence from continental Europe", (Gill and Krieger, 2000, p. 118). These task centred 
involvement practices began to grow as representative forms of participation diminished 
in the UK, (Harley et al, 2005). The justification or rationale for introducing some form 
of EIP technique include improved communication and information sharing; effective 
dispute resolution; enhanced employee bargaining power; fair and just decision-making; 
and improved morale and social cohesion, (Gollan, 2001, p. 376). 
Those people who advocate a non-unionised form or Anglo-Saxon model of employee 
representation stress the creation of a more harmonious and less conflictual relationship 
with the workforce, which builds and encourages an atmosphere of mutual cooperation, 
(Gollan, 2006). In some Western European countries, a non unionised form of employee 
representation is institutionalised while in others there are joint consultative committees 
(JCCs) which differ from statutory works councils in that they are usually the product of 
unilateral management initiative or of union-management agreement. They also vary 
considerably in terms of composition, jurisdiction, powers and organizational level of 
operation. In the UK the 
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"... The locus of collective bargaining also has been shifting from the industry 
to the firm level, where works councils rather than unions, tend to assume the 
primary role in representing workers' interests" 
Foot and Hook (2005, p. 415). 
Although the term partnership is widely applied in various areas, it is also offered as a 
new approach to managing relations between employers and employees. Partnership 
between managers and employees, in the present work environment, which at the 
present time seems to lack an intermediary body, would depend on the existence of 
some form of non-union employee representative group. They could take the form of 
"company councils, works councils, consultative councils/committees (CCs) or joint 
consultative committees, (JCCs)" Gollan, (2001, p. 377). There are many variations in 
the nature make-up and power wielded by these bodies, but some may have 
management representation (usually as chair) and even involve union representatives in 
organizations where they still exist. There is however a lack of clarity in the nature of 
these bodies, which is caused by the fact that there are no, "prescriptive legal 
requirements and definitions associated with such structures in the UK", Gollan, (2001, 
p. 377). Every major organization today, faces pressure to restructure its operations, by 
contemplating mergers or acquisitions, rationalisation through closures, diversification, 
sub-contracting or even internal changes, (Edwards, 2004). From the review of the 
literature for this research the use of non-union representative bodies, seems to be 
among these answers, in some instances. There are various potential influences and 
perspectives on partnership at work, which include, 
"... a representative participation perspective built around legislation and 
grounded in a pluralist tradition, a unitarist financial stake, a direct 
participation and a psychic stake approach, and a hybrid mutual gains model, 
(Guest and Peccei, 2001, p. 211-212) 
As these approaches are familiar in the industrial relations and human resource 
management areas, partnership would appear to be a way of re-focusing old debates. 
Additionally the utilisation of progressive and innovative HRM and IR practices is 
crucial, (Audea et al, 2005, p. 533) for selecting, developing, motivating and retaining 
the requisite human capital. 
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2.2.2 What the Studies Find 
The more recent debates on this topic indicate that introduction of modem employee 
relations are essential in, many cases in order to compete within the new "knowledge 
economy", (UK Government Report, 2000, p. 1). In the research carried out for the UK 
government report, it was shown that the most high involvement work practices were 
team briefings followed by consultation with employee representatives. Semi- 
autonomous team working was being introduced into a number of companies, 
particularly for production workers, but quality circles and employee appraisal were 
relatively limited. Those companies, who implemented high involvement work practices 
had relatively centralised management structures and it may be that stability, alongside 
the US influence, are important reasons for the greater diffusion of their EIP practices. 
The Department of Trade and Industry (DTI) points out that even though the UK 
Government's aim in bringing in new minimum standards for workforce communication 
and involvement in larger firms (over 50 employees), it is to do so in a way that 
facilitates rather than hinders the creation of high performance workplaces. Such an 
organization, namely one with over 50 employees, is one that has adopted a set of HRM 
practices and forms of work organization and an organizational culture, which it is 
claimed encourage employee commitment through involvement and participation in 
decision-making and thereby increase levels of performance www. dti. gov. uk/files. 
There is a view that "non-union representation structures such as works councils are 
now being used by management as `cosmetic' devices and are little more than 
`symbolic' forms of representation as a means to avoid trade unions", Gollan, (2005, p. 
426). 
Such structures are often filled with those people that management selected, or in the 
cases where employees can elect representatives, these representatives will not be fully 
independent of the company, (Gollan, 2005). Non-union representation and consultation 
in organizations, where it does exist, is seen as providing channels of communication 
with employees that are more effective than unions. Advocates of this form of non- 
union representation stress the creation of a more harmonious and less conflictual 
relationship with the workforce, which builds and encourages an atmosphere of mutual 
cooperation, (Gollan, 2006). This mutual cooperation between management and the 
workforce is most often portrayed as a partnership. There is a danger however, of 
categorising all non-union representation as ineffectual, (Dundon et al., 2005) 
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additionally it is also important to remember that non-union representation could 
undermine existing union recognition or hinder its establishment in those organizations 
where it does not already exist, (Gollan and Wilkinson, 2007). 
2.2.3 What the Studies do not do 
In the UK the "The locus of collective bargaining also has been shifting from the 
industry to the firm level, where works councils rather than unions, tend to assume the 
primary role in representing workers' interests, " (Kessler et al, 2004, p. 513). Unions 
have had to respond at national, as well as trans- national, levels by generating the 
coping skills and strategies needed by employee representatives, if they are to 
participate effectively, (Kessler et al, 2004). There is evidence to suggest that such 
forms of employee involvement are more likely to be found in unionised rather than 
non-unionised workplaces. It would be the duty of this body to effectively work as a 
council or committee acting on the employees' behalf, historically this had been the role 
of the trade unions. Both indirect and direct forms of involvement exist on a continuum, 
at the lower end where involvement is minimal employees are informed of decisions, 
but play no part in their making. 
Many authors, such as Wood and Glaister, (2008); Baird and Wang, (2010); Bennett, 
(2010); point out that the level of employee participation allowed is a direct indication 
of the power that workers have within an organization. Employee involvement (El) and 
employee participation (EP) have been key areas of study in employee relations for 
many years, and have generated debates about "who are the initiators of such strategies 
and what internal and external changes in an organization's environment can cause their 
enactment" Bennett, (2010, p. 444) within the employment relationship. However not 
much has been written directly about the Libyan context. 
2.2.4 The Context of Established HRM Literature 
The origin of the debate on frames of reference for the employment relationship, 
stemmed from a distinction made by Fox, (1966) between unitary and pluralist 
approaches. The unitary perspective, states that there is a harmony of interest between 
employer and employee, (Edwards, 2003). Therefore any discord that may occur is seen 
as "the result of misunderstanding or mischief; in other words, as pathological" Crouch, 
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(1982, p. 18). This view lies at the very core of some managerial thinking and several 
academic approaches, where it was taken for granted, that everyone involved in an 
organization had shared goals and was labelled the human relations tradition, (Edwards, 
2003). Fox (1971) highlighted the importance of these frames of reference as a way of 
understanding the attitudes and behaviours of managers, as well as employees to their 
relationship at the workplace. These frames of reference; 
"... comprise certain perceptions mediating action and are rooted in specific 
assumptions, beliefs and values related to the nature of organizations, how they 
operate and the place of employees and managers within them" 
Fox (1971, p. 100). 
In the unitarist frame of reference, where harmony of interest is presumed between the 
managers and those they manage, it might be at least possible to envisage a situation 
where both groups are involved fully and employees are encouraged to participate. In 
the pluralist frame of reference, where the legitimacy of conflict is accepted, and 
managers and those they manage are presumed to have different interest, such 
participation may appear unlikely. Individualism in the employment relationship is 
closely associated with unitarism, for it is seen that this frame of reference, suggests 
shared interests and a preference for a relationship between the individual employee and 
the manager. Pluralism on the other hand has been seen as being closely related to 
collectivism in the relationship,. for it implies conflicting employee-management 
interests and a preference for collective institutions and procedures. These collective 
institutions can take the form of trade unions engaged in the process of collective 
bargaining or state-sponsored works councils, which represent and regulate these 
conflicting interests. However it has been argued that the tendency to equate unitarism 
with individualism and pluralism with collectivism in this way fails to do justice to the 
complexity of management approaches, as they relate to the individual and the 
collective at the workplace, (Purcell, 1987). Purcell and various colleagues (Purcell and 
Sisson, 1983); Purcell and Ahlstrand, 1994) present individualism and collectivism as 
being complementary, because individualism directs' attention to how employers 
manage the individual employee while collectivism encourages a focus on how 
employers address and deal with collective or representative institutions. 
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Therefore managers within organizations need to decide on how they deal with both the 
individual employee and the collective, representative organization. The main thrust of 
the argument according to Riordan et al, (2005, p. 475) was that "... involvement- 
oriented work environments will affect employee attitude". These theorists suggest that 
a perceived employee involvement and participation (EIP) climate meaningfully 
improves employee work environments, and research indicates that employees will 
respond with positive emotions to an employee relations approach, and an 
organizational culture that creates an environment that is perceived as personally 
beneficial and allows their participation. 
The main literature on HRM and EIP focuses on the developed and transitional 
countries in the West and Europe. The UK and the USA have been at the forefront of 
the debate on the nature of HRM/EIP. The vast majority of organizations in these 
Western countries tend to have some form of employee involvement practice, and North 
American studies reveal similar trends, (Gill and Krieger, 2000, p. 118). However there 
are findings from other studies which demonstrate, that there is increasing evidence, of 
the use of bundles of particular EIP in the UK. The use of which are less in evidence, as 
yet in continental Europe, (Gill and Krieger, 2000). According to Harley et al, (2005, p. 
7) "Task centred involvement practices have grown and representative forms have 
diminished in the UK" The justification or rationale for having some form of 
representative participation "include improved communication and information sharing; 
effective dispute resolution; enhanced employee bargaining power; fair and just 
decision-making; and improved morale and social cohesion", (Gollan, 2001, p. 376). 
The main forms of employee representative participation in Europe are, "works councils 
and employee representatives on boards of management", (Markey, 2006, p. 343). 
Government policy towards the issue of employee involvement has shifted over time in 
the UK, whilst in Europe there has been a more consistently participative approach 
adopted by governments in the post-war period. The principal of those participation 
schemes which are included in upward problem solving "... is to permit management to 
draw on employees' knowledge of their jobs", (Leopold et al, 2005, p. 446). This has 
become "the most dominant form of employee voice in Anglo-Saxon non-union 
organizations and indeed the most popular form of voice for managers, " Dundon et al, 
(2005, p. 313-315). 
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The most important feature of these schemes however are that they are management 
initiated and operate directly between managers and employees, "these types of scheme 
have grown considerably in extensiveness and importance since the . 
1980s, and are 
central to notions of `soft' human resource management", (Marchington and Wilkinson, 
2000, p. 347). Problem solving groups are intended to achieve production or service 
goals as well as improve employee morale and commitment, (Marchington and 
Wilkinson, 2000). However one limitation of such direct employee initiatives, is 
according to one union representative, the fact that it, "can only help, but if it's all one 
way and staff don't have a chance to comment or get their views known, then there is 
the danger that it becomes management propaganda", (Johnstone et at, 2004, p. 360). 
The UK government argues that modem employee relations are essential in order to 
compete within the new `knowledge economy', UK Government Report (2000, p. 1). 
The developments which have taken place over the years in the area of employee 
relations and especially employee management communications, 
"... have been stimulated by a desire to ensure that employees receive 
information direct from management, but also by a feeling that there is a 
potential link between information disclosure and higher levels of employee 
commitment to, and identification with, organizational goals ", 
Marchington and Wilkinson (2000, p. 346) 
Historically in Europe most countries operated systems of works councils, "through 
which employee representatives were informed or consulted on management decisions, 
or could even participate in decision-making", (Markey, 2006, p. 347). There are 
variations but, significantly these councils are encouraged by legislation in these 
countries. In some European companies these councils operate with a dual structure of 
supervisory and management boards and in others there is full parity representation on 
supervisory boards. Some legislation particularly of the supportive and non-regulatory 
type favours specific participation schemes in particular European countries, (Poutsma 
et al, 2003). Recently, a debate has developed into theoretical and practical discussions 
about how employee involvement and employee participation can be framed within the 
concept of employee voice. The studies that do examine this area argue that employee 
involvement is merely a way of extracting greater employee commitment to the 
company, and is invariably management led, (Leopold et al, 2005, p. 440). Employee 
involvement therefore is a direct method for employees to voice their opinions, while 
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employee participation is indirect through an employee representative body which 
voices individual employees' opinions. Managers may initiate alternative forms of 
participation and involvement with the aim of harnessing and building on the benefits 
flowing from a strong union presence, (Wood and Glaister, 2008). Alternatively, it may 
be the case that those workplaces with a strong and militant union presence are those 
where innovative new forms of participation and involvement are most likely to be 
found. However organizations may refrain or be reluctant to initiate policies, rules, 
and/or procedures, which guarantee employee participation in decision-making 
processes due to the high level of change that takes place within their organization. 
There is a need for further investigation as few studies have examined EIP in different 
national contexts particularly in Libya this is considered further in section 2.3. 
Relevant survey results, "tend to support the expectation, that high participation is the 
best environment for the highly qualified workforce in companies that face high 
competition and want to be innovative", Poutsma et al , (2003, p. 71). 
Great attention has 
been given to the role of multinational corporations (MNCs) in reshaping employment 
relations practices in different national locations, in recent years, (Markey, 2006) with 
the focus usually on their detrimental effect on labour standards in those countries 
where they are successful. Considerably less attention has been given, however to the 
potential role of MNCs as a conduit for expanding the influence of labour. Typically 
this has been because globalisation has been perceived as a threat to local or regional 
labour rights and the power of unions, because of the undermining of the capacity of 
nation-states to regulate labour-market conditions and the ability of capital to move 
between countries, (Markey, 2006). According to Markey, (2006, p. 343) consideration 
should be given to the "possibility that globalisation offers opportunities for the 
expansion of representative employee participation (RP) through large MNCs, because 
of specific institutional circumstances originating in the European Union (EU)". 
2.3 HRM/EIP in Different National Contexts 
In nearly every nation, even though their existing forms of HRM/EIP can vary 
significantly, there is greater interest in making the management of production less 
bureaucratic and making work life more meaningful and satisfying for employees by 
utilising their experience and skill in the decision-making process. 
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It is acknowledge however that, 
Afferent techniques need to be adopted for changing circumstances and that 
theory must identify the conditions under which management initiate various 
forms of participation" 
Butler (2009, p. 176) 
There is little hope therefore of achieving one universal idea or one approach to 
employee involvement and participation (EIP) which will fit any organization or society 
universally, because of the differences that exist between both countries and companies, 
either economically, politically or culturally. It is often these socio-economic and 
political differences that exist between countries which make the idea of any specific 
framework being accepted by all impossible. There is often seen to be a divide between 
the nature of employee's participation within organizations in various types of society, 
be they operating as a planned socialist economy like Libya or market oriented capitalist 
economy like the UK or somewhere in between. In the planned socialist economy 
organizations are typically state-owned and lack complete discretion to acquire and 
allocate resources, there is usually little experience and confidence to compete in a 
market-based economy, (Peng and Heath, 1996). Alternatively, there are organizations 
that have substantial discretion over the allocation of their resources and the formulation 
and implementation of their competitive strategies and operate in a free market 
environment. Perhaps the most fundamental feature of planned economies is the 
comprehensive use of central economic planning and bureaucratic control, (Peng and 
Heath, 1996). The organization in this form of economy is not quite as concerned about 
profitability because the government automatically writes off its debts and provides 
operating funds. Consequently there little incentive to improve financial performance as 
a result, under the central planning regime there is neither motivation nor room for firm 
growth in the form of sales, profit, or new products. 
Recent work carried out on HRM in transitional economies, has discovered that across 
the world including Europe international financiers and aid-givers, have increasingly 
built political conditions into their programmes of assistance for countries in transition, 
(Murphy, 2001, p. 30) based on the grounds that acceptance of their suggested political 
reforms will pave the way for the transparency and better corporate governance. 
Therefore in many countries in transition, "the `rolling back of the state' becomes as 
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much a political as an economic process, reinforcing the notions of (western) developed 
nations, that their own chosen ideological path provides a full package of templates 
relevant for the development of the wider world", (Murphy, 2001, p. 30). 
There has been a rapid spread of liberalising economic strategies around the globe, 
spurred on by the World Bank and IMF as they seek to restructure developing-world 
debt. Many non-democratic states, have now had their day, and are now beginning to 
reinvent themselves as facilitators of the market and therefore as more democratic 
entity, (Murphy, 2001, p. 30). In these transitional economies therefore the key engine 
for change was no longer to be the state, but rather enterprises, in particular privately- 
owned enterprises. However there has been little research carried out into the effects of 
different religious contexts like Islam and national contexts like culture on HRM and 
EIP. These are the areas to be considered in the next section. 
2.3.1 The Concept of National Culture 
There is a relationship between national culture and the typical form of corporate 
governance found within a country making it public or private sector oriented. The 
relationship depends on a number of economic, social, cultural and political factors. In a 
number of countries throughout the world, including Europe this relationship was often 
imported typically from the USA in the face of this fact a number of different national 
cultures models of HRM where formulated 
Corporate governance regulates the ownership and control of organizations and sets the 
legal terms and conditions for the allocation of property rights among stakeholders, 
structuring their relationships and influencing their incentives, and their willingness to 
work together, (Konzelmann et al, 2006). In addition to this however, Buck and 
Shahrim, (2005, p. 42) believe that "corporate governance and governance institutions 
in general terms, are concerned with the means by which a firm's stakeholders control 
the decisions of senior managers". These stakeholders might include shareholders, 
directors, employees, customers, creditors, suppliers, competitors, and even the State. 
Corporate governance is ultimately concerned with the regulation, supervision, 
performance and conduct oversight of a company, (Letza et al., 2008), but the orthodox 
view is that the corporate governors' primary aim is to ensure that suppliers of capital 
get a return on their investment and that, by increasing its profits, business meets its 
social responsibilities. The focus here is on stockholders or those who have some 
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financial interest in the organization. The alternative view is that "the central concern of 
governance is to add value to as many organizational stakeholders as is practicable" 
Letza et al., (2008, p. 18). This reflects a movement that requires companies to assume a 
more responsible and ethical role in their society and focus on the notion of corporate 
citizenship. The focus here is on stakeholders, not simply shareholders, or even those 
who may not even have some financial interest in the organization. Cooperation is 
important between the various actors in the organization according to (Konzelmann et 
al. 2006) in order to effectively diffuse responsibility for production, process 
improvement and innovation. This philosophy of cooperation also serves to secure the 
commitment of all stakeholders to the objectives of the organization, and to make 
available the full benefits of their skills, knowledge and experience. Ideally, this is a 
central purpose of HRM and its role in enhancing organizational performance Huselid, 
(1995); Ichniowski et al., (1996); Pfeffer, (1998). 
The form corporate governance takes therefore impacts the effectiveness of HRM 
practices. Best practice in the work organization has evolved from managerial control 
over the conception and execution of work epitomized by Taylorism to the involvement 
of workers in the planning, organising and undertaking of production associated with 
modem human resource management (HRM), Guest, (1987); Legge, (1995); Walton, 
(1985); Wilkinson (2003). 
But (Konzelmann et al., 2006, p. 541) pointed out that 
"... in the Anglo American system, there has been no supporting development in 
corporate governance to this shifting of responsibility production to the shop 
floor ". 
In fact according to, (Konzelmann et al., 2006) the most important feature of corporate 
changes in the Anglo-American environment in the 1990s was a profound altering of 
corporate governance structures. This alteration is most apparent in the popularity of the 
shareholder model in Anglo-American societies. There is however still a prevalence 
toward a stakeholder orientation in the Continental Europe and Japan mainly due to 
"these countries having their historical and cultural legacies", (Letza et al, 2008, p. 26). 
Corporate governance is constantly changing and its changes are driven both by internal 
processual impetuses and external environmental dynamics. The changes in the process 
of corporate governance fundamentally invalidate or severely limit the conventional 
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dualistic approaches, i. e. the fixed mindset of shareholding vs stakeholding. In the 
Anglo-American context the governance definition is narrower, and is usually restricted 
to shareholders, (Buck and Shahrim, 2005). 
Since the 1990's corporate governance in Germany and Japan has slightly changed from 
the stake-holding perspective towards a shareholding and market-based model, (Letza et 
at., 2008) due to the pressure of globalisation and increased world-wide competition, 
and the subsequent recession of national economies (Stoney and Winstanley, 2001; 
Morley, and Collings, 2004; Harvey, 2009). There are those who support changing to a 
market driven economy, they "assume that the Anglo-American corporate governance 
model is unproblematic, as is its implementation" Uddin and Choudhury, (2008, p. 
1026). 
The problems associated with change to a market driven economy may have been 
considered in countries like Germany and Japan, but they remain largely neglected and 
under-researched in less developed countries (LDC's) like Libya. There has been some 
research into the appropriateness of the Anglo-American models and institutions for 
corporate governance in LDCs, (Singh, 1999). Furthermore a case has been made that 
the Anglo-American corporate governance models, are to be questioned, even in 
developed countries, including the USA and UK. But most significantly for this 
research questions need to be asked about the suitability of imported sets of regulations 
and institutional frameworks comprising corporate governance from a modern society, 
such as the USA and UK, to a traditional society such as Libya. In Libya the historical 
and cultural legacy has created a socialist orientation which had implications for HRM 
policy in Libyan organizations and ultimately contributed to existing 
paternalistic/autocratic organizational culture where the manager takes on the role of the 
parent and consider it an obligation to provide support and protection to subordinates 
under their care, subordinates, in turn are loyal, deferential and obedient. According to 
Singh, (1999) this situation means that there is very little industrial conflict in HRM 
promoted in the Libyan organizational culture. Review of the literature indicates that 
there are four main frameworks of corporate governance. "The US, Germany and Japan 
are most frequently used as `frameworks', ... they are treated as `modern' and 
`given' 
... 
as they provide `best practice' ideals from which other societies can borrow and learn, " 
(Smith and Meiksins, 1995, p. 243). But according to Poutsma et al, (2003, p. 52), there 
is an Anglo-Saxon framework (with the USA and UK as representative countries), as 
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well as German framework (represented by Germany the Netherlands and Scandinavian 
countries). Additionally, there is also a Latin framework of HRM (with France and Italy 
as representatives) and finally a Japanese framework. 
The US, Germany and Japanese frameworks are considered to be of particular 
interest "because not only do they constitute the three most important economic 
powers in the world and the leading economies of the triad North America, Asia 
and Europe, they are also considered prototypes of the three foremost variants 
of capitalism ". 
Pudelko (2006, p. 123) 
These variants include the free-market economy of Anglo-Saxon countries namely the 
UK and the USA, the social market economy of continental Europe, and the 
government-guided market economy of East Asia, (Pudelko, 2006). The American and 
the Japanese HR systems are strongly opposed to each other and the German system is 
somewhere in between, with more similarities to the American system. However, 
German society is less individualistic than American society, this cultural predisposition 
was important for developing the social market economy, and in Germany this led to 
"industrial relations that are characterised by collective bargaining and co- 
determination", Pudelko, (2006, p. 135). This very specific German system of co- 
determination offers a more democratic system of employee participation. The 
'significance of HRM for management', the low strategic importance of HR 
management in Germany and the stronger focus on more administrative and legal 
issues, due to the multitude of laws, regulations and agreements with unions, stands in 
contrast to both the American and Japanese more management-oriented systems. 
As has already been pointed out, it has been widely argued that in the UK and the USA 
there has been a move to introduce an organizational/corporate culture which 
emphasizes individualism, The high individualism, promoted by the Anglo-Saxon 
model utilises extensive structures for employee participation and representation and 
management willingly co-operates and offers its support to employees' representative 
bodies, (Purcell, 1987). Additionally, previous literature revealed that in those countries 
with a high collectivist orientation, there is a tendency to employ an organizational 
culture that leans toward cooperative decisions as opposed to individual decision- 
making. Consensus and co-operation is more valued than individual initiative and effort 
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and motivation derives from a sense of belonging, and rewards are based on being part 
of the group. Clearly then, a western orga nization operating in a non-western setting is 
likely to find some differences between the established organizational culture, which is 
considered further in section 2.5, and the culture of the local people it employs. 
Likewise, similar problems can be predicted for a non-western organization that 
attempts to import a Western culture. In an attempt to provide an indication of the 
various factors which can be seen to differentiate different country's culture Hofstede, 
(1991) produced a classification of the world, into cultural regions on four dimensions. 
Hofstede, (1991) identified four dimensions of cultural difference between nations, and 
clustered cultures according to, whether they were high or low on a number of 
dimensions. He labelled them as: `Power-distance', `Uncertainty avoidance', 
`Individualism-collectivism' and 'Masculinity-Femininity. The `Power distance' 
dimension is described as one where the less powerful person in a society accepts 
inequality in power and considers it normal. This is compared with the `Uncertainty 
avoidance' dimension which indicates the extent to which people in a culture are made 
nervous by situations because they consider themselves as unstructured, unclear, and in 
a situation in which they try to avoid such circumstances by adopting strict codes of 
behaviour and a belief in absolute truths. The `Individualism' dimension is described as 
a cultural predisposition in which a person's allegiance is to his/her immediate family, 
whereas collectivism is seen to operate where people perceive themselves as, belonging 
to one or more cohesive groups from which they cannot detach themselves. The 
`Masculinity and femininity' is a dimension that `refers to the extent that a society's 
dominant values emphasize masculine social values like a work ethic expressed in terms 
of money, achievement and recognition as opposed to feminine social values, which 
show more concern for people and quality of life,. 
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Table 2.1 Index Scores and Ranks for the Arab Countries and East. and West Africa 
Power Distance Uncertainty Individualism Masculinity Long/Short Term Country Avoidance /Collectivism /Femininity Orientation 
Index Rank Index Rank Index Rank Index Rank Index Rank 
Arab Countries 80 7 68 27 38 26-27 53 23 
East 
Africa 64 21-23 52 36 27 33-35 41 39 25 28-29 
West 
Africa 77 10-11 54 34 20 39-41 46 30-31 16 33 
Source: Hofstede (2001, p. 500) 
Table 2.1 shows the index scores and ranks for regions, from which it can be seen that 
the Arab countries score extremely high on Power Distance, with an index of 80 
(compared with the UK which scores 35), high on Uncertainty Avoidance, scoring 68 
(the UK score was 35), low on Individualism scoring 38 (UK 89), and relatively low on 
Masculinity, scoring 53 (UK 66). There is a fifth dimension of culture which can be 
seen in Table 2.1, this being Long/Short-Term Orientation. 
The cultural relevance of religion is minimised by Hofstede, (1991), who states in this 
original research that religious affiliation is less culturally relevant than is often 
assumed. However Hofstede's original work on national culture has been criticised for 
the method used to construct the scales and its resulting low content validity, (Ronen 
and Shenkar, 1985). As few other cultural theories have been subjected to similarly 
widespread levels of testing this researcher also carried out tests of reliability on result 
which can be seen in section 3.3.4 of the methodology chapter. 
Table 2.2: Culture Dimensions Responses 
Dimension UK Egypt 
Power-distance Index Very low Moderate 
Uncertainty avoidance index Low High 
Indiridaalism-collectisism Index High individualism Extremely low individualism 
Masculinity-feminity Index Extremely low masculinity Moderate masculinity 
Source: Humphreys (1996, p. 36). 
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Humphreys, (1996), however, perceives religion to be the major source of cultural 
perspective and while testing Hofstede's dimensions with Egyptian and British 
respondents, produced the results shown in Table 2.2 
As can be seen from Hofstede's results Arab countries score extremely high on Power 
Distance, with an index of 80 (compared with the UK which scores 35), according to 
Humphrey's however Egypt has only a moderate score on this index. Arab countries 
score high on Uncertainty Avoidance, scoring 68 (the UK, score was 35) in Hofstede's 
results and Humphrey's results confirm this. The Arab countries scored relatively low 
on Masculinity, according to Hofstede, scoring 53 compared with the UK score of 66. 
In Humphrey's results for this dimension the UK had an extremely low index for the 
masculinity-femininity index and in the Arab countries the score was moderate. The 
`Masculinity dimension refers to the extent that a society's dominant values actually 
emphasize the work ethic expressed in terms of money, achievement and recognition. 
According to Humphrey's the UK's highest score was in the individualism dimension 
where there is a cultural predisposition in which a person's allegiance is to his/her 
immediate family. In those countries with a high collectivist orientation in their national 
culture, there is a tendency to employ an organizational culture that leans toward 
cooperative decisions as opposed to individual decision-making. Consensus and co- 
operation is more valued than individual initiative in such an organizational culture. 
Effort and motivation derive from a sense of belonging, and rewards are based on being 
part of the group. The role of management in such cultures is to facilitate team effort 
and integration to foster a supportive atmosphere and to create the necessary context for 
a group/organizational culture. However there has been little work considering 
HRM/EIP in less developed countries like Libya. As mentioned earlier there is a limited 
amount of current research available. Of the most recent research available include Al 
Nakeeb, (1985); Agnaia, (1997); Abbas, (1990); Dayhoom, (2002); Elkabawi., (2000); 
Elbarouni, (2003); Almhdie and Nyambegera, (2004). Of note has been Agnaia, (1997, 
p. 122) who concluded that managers in Libya tended to be influenced by various factors 
including economics, social, country laws as well as culture. The influence according to 
Agniai, (1997) affects Libyan companies as they are highly sensitive to change in 
social, economic, country laws and policies as well as culture. Although published 
earlier Abbas, (1990) agreed with Agniai conclusion. 
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2.3.2 HRM and EIP in an Islamic Context 
Not much has been written about the Islamic context for as Hashim, (2010) points out 
although religious influences on human resource practices are important they are rarely 
highlighted in literature. Tayeb, (1997) stated that everywhere in the world Muslims 
have witnessed a "comeback" to Islamic traditions and the fundamentals of their faith, 
to declare their identity, fight injustice and oppression in their societies, and also as an 
alternative to materialism and tensions of the twentieth century. The relationship 
between HRM and religion reveals that, "Islam plays a significant part in the cultural 
make-up of nations as it shapes the material and spiritual spheres in life", (Tayeb, 1997, 
p.. 352-364). 
In an organizational context this places emphasis on cooperation, mutual humility and 
respect, which means that an employer therefore, "has an obligation of duty and care, 
while the employee in return supplies long-term commitment to the organization", 
(Metcalfe, 2007, p. 57). In an Islamic state therefore Shura is the traditional Islamic 
decision-making process which is based on consultation (Abuznaid, 2006). This implies 
the use of cooperation and consultation in the style of management. For a very long 
time researchers have directed attention to management styles adopted by Arab 
managers, and typically an authoritarian management style is reported, (Atiyyah, 1992) 
however others concluded that the consultative style is generally favoured. Whether the 
predominant management style is found to be authoritarian or consultative, an 
explanation based on the characteristics of Arab culture is usually advanced. Thus, the 
authoritarian style is linked to the authoritarian nature of traditional leaders in Arab 
society, (Badaway, 1980) while a consultative style is traced to the Islamic and tribal 
values which encourage consultation (shura). 
There is a case made that "Western values and the mass media may have influenced 
some Arab managers to adopt this consultative style", (Abbas, 1989, p. 30). More 
recent evidence however, reaffirms that HRM systems in the Middle East are premised 
on, "high trust relationships, and the execution of functional-oriented HRM practice, is 
based on personal contacts and connections rather than formal procedures" (Metcalfe, 
2007, p. 67). Evidence from this research indicates that in some of the transitional 
economies the development of management and organizational culture based on risk 
taking, initiative, creativity, transparency, and the level of employee autonomy to 
increase performance has been stifled in the past. 
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In an earlier study Agnaia, (1997) studied human resource management from a Libyan 
context. The research found that the social, economic, countries policies and rules had a 
direct influence on management. In explaining, Agnaia, (1997) stated that public 
enterprises are very sensitive to governmental policies. This sensitivity effects the entire 
organization, include Human Resource Management. For example frequent invention 
by government to economic or regulation changes have led to organizations needing to 
become seen as being instability. This instability has resulted in managers being unable 
or unclear to as how to interpret the changes (Agnaia, 1997, p. 122). 
2.3.3 HRM and EIP in Transitional Economies 
Brewster et at., (2005, p. 949) believe that there are "now new pressures being exerted 
on human resource (HR) specialists to enable high performance international HRM in 
multi national companies operating throughout the world". The pressures are HR 
affordability, central HR philosophy and HR excellence and knowledge transfer which 
are to be delivered through a series of important HR processes. These processes include 
talent management and employer branding, global leadership through international 
assignments, managing an international workforce and evaluation of HR contribution to 
employee development. There is also pressure being brought to bear on the transitional 
economies of the former Eastern block by another factor, "which is the existence of the 
fashionable high-commitment strategies promoted by `Americanization', currently 
favoured in the West" (Buck et al., 2003, p. 536).. According to Jackson, (2002); Buck 
et al, (2003); Ng, (2003) and Brewster et al, (2006) there are a number of transitional 
economies throughout the world including countries of the former Soviet bloc, like 
Poland and the Cech Republic as well as, the emerging countries of Africa, South Asia, 
or South America, which are facing the pressure to change their HRM practices as well. 
Another characteristic of transitional economies is the special kind of capitalism that 
exists in them, which is suited to local contingencies (Brewster et al., 2006). A clearer 
definition of a transitional economy is provided by Pawan and Budhwar, (2005, p. 260) 
who explain that "the term is used alongside `developing countries' to represent all 
countries other than advanced industrialised societies". Other terms are of course used 
such as, `less-developed countries', `newly industrialised countries', `third-world 
countries', `emerging nations', `emerging markets', as well as `transitional economies'. 
They might also of course be considered as those economies which are now being 
pressured to embrace a much more capitalist market orientated culture. There is a stated 
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policy, not only in the United States, but in other developed countries, known as 
`aggressive unilateralism' these developed nations have signed bilateral investment 
treaties with developing and transitional economies (Ramamurti, 2001). The policy 
promotes the exportation of usually US or Japanese, HRM operations to firms in 
transitional economies in an attempt to modernize or rationalize them", (Martin and 
Beaumont, 2001, p. 1236). This all leads to a challenge for organizations mainly 
because the relationship between national culture and the form of corporate governance 
found depends on a number of economic, social, cultural political factors and even 
religious factors. 
2.3.4 HRM and EIP in an Arabic/Libyan Context 
Although, prominent in the Arab world and an Islamic state "Libya is not, an Arab 
indigenous state, because of its history", (Almhdie and Nyambegera, 2004, p. 170). The 
Arab world has been defined as a group of countries sharing a common language and 
culture as well as a set of values. Historically, Libya's economy was mixed until 
socialist policies decreed that private retail trade, rent, and wages were forms of 
`exploitation' placed upon the people that should be abolished. Instead, workers' self- 
management committees and profit participation partnerships were to function in public 
and any private enterprises. The Libyan government took control of a large number of 
companies, turning them from private enterprises into state-owned companies. This 
socialist orientation has implications for HRM policy practice in these Libyan 
organizations. The effect of the high community loyalty and high power distance means 
that paternalism is the generally accepted style of management (Almhdie and 
Nyambegera, 2004). A culture of paternalism characterises the supervisor/subordinate 
relationship within the organization and supervisors assume the role of a parent and 
consider, they have an obligation to provide support and protection to subordinates 
under their care. Subordinates, in turn "show loyalty, deference, and compliance to the 
supervisors", (Almhdie and Nyambegera, 2004, p. 173), however, there has been an 
exportation of usually UK and US, operations and human resource management 
techniques into Libya. This has happened over the past few years as the Government 
implements policies to modernise or rationalise the existing HRM techniques, 
organizational culture and structure as well as the governance, presently in use, within 
all types Libyan organizations. Corporate governance regulates the ownership and 
control of organizations and public and private sector organizations are now altering this 
with the approval of the Libyan in order to change the country's economy. 
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2.4 National Economy and its Impact on HRM and EIP 
In countries undergoing transition like Libya there is now a greater understanding of the 
structure and growth of organizations in other types of economy as the transition from 
state-led to market-oriented economies is defining characteristic of much of the world at 
the current time, (Peng and Heath, 1996). However there is an argument put forward 
which points out, that political liberalization, along the lines being introduced in Libya, 
is an essential component of any attempt at economic reform, due to the fact that 
capitalism operates at its best in a democratic political environment where choice 
between representatives mirrors choice in economic markets. Historically within the 
planned economy, trade unions represented the interests of labour in their role of 
management of organizations, which were theoretically owned by the workers. The 
challenge for the union movement in any country undergoing the process of socialist 
transition is to, "transform their role from one of management in which they ensured 
that labour met its production targets, to one where they become advocates on behalf of 
labour in the new society", (Zhu and Fahey, 2000, p. 297). 
In a more Liberal market economy there is legal regulation and the State helps to shape, 
"the cognitive and normative rules that undergird employer decision processes, 
the social and economic environment within which employers act, and 
ultimately, the relations of authority constituting the employment relation itself 
and hence employer policy orientations" 
Price (2004, p. 100). 
It is useful to distinguish liberal market economies from institutional planned economies 
even though both require state involvement in order to function. In the market driven 
economy established institutions primarily facilitate rather than constrain markets, 
whereas in those which are planned, such institutions constrain as well as facilitate 
markets. In liberal market economies, such as the UK now "the employment 
relationship is treated as a contract of service rather than of partnership or cooperation", 
(Godard, 2002, p. 251) whereas historically industrial relations had depended on the 
existence of company rules and regulations that served the purpose of clarifying what 
was expected of both employees and employers. Employees particularly managers have 
been given greater discretion on decision making in these free market economies, 
(Price, 2004). It is a frequently heard statement from modern Western companies 
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operating in liberal market economies, that "employees are their most important asset, " 
(Ciavarella, 2003, p. 337) and there has been a great deal of research into the role that 
employees play in the success of these organizations. The need for this research has 
been affected by a number of factors including, the rise in the service economy, global 
competition, and the negative after effects of downsizing. There has, as a result, of 
these factors been an attempt to find those determinants of organizational success and 
effectiveness that can occur through internal resources and capabilities in order to create 
higher performance. 
In the UK such workplaces have a number of features in common including, "high 
levels of employee involvement and regard", according to a Department of Trade and 
Industry report, DTI (2002, p. 12). These types of modern company are founded on a 
simple principal, which is that, individual employees are more likely to give their best 
to an organization if they feel valued and are given the opportunity to contribute their 
own ideas in the decision making process. 
"As a result the workers emotional attachment to organization will be increased 
they will feel more committed, motivated and care more about outcomes of their 
work. Thus, through increasing worker knowledge, empowerment, and rewards, 
worker effectiveness follows and firms with higher levels of employee 
involvement do have higher financial performance ", 
Benson et al (2006, p. 522) 
2.5. Organizational Culture and its Impact on HRM and EIP 
In the previous section the influence of national culture as well as religion, economics 
and the role of the State in transitional countries on HRM was highlighted. However as 
the individual institutional context can also play a part. In this section it is important to 
consider the influence of organizational culture and structure on the HRM practiced 
within a company. In particular the influence of corporate governance in the public and 
private sectors, on management style and the employee involvement and participation 
(EIP) which particular styles promote. There has been little or no research carried out in 
this area in Libya, but as can be seen from the review of national cultures investigated 
contrasting systems of organizational culture and corporate governance persist 
internationally and in some cases these are subject to regulatory and firm-level 
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institutional change, Smith and Meiksins, (1995); Poutsma et al. (2003); Buck and 
Sharim, (2005); and Pudelko, (2006). "Organizational culture defines a normative order 
that serves as a source of consistent behaviour within the organization" Sorensen, 
(2002, p. 1) "... which acts as a social control mechanism and at the same time frames 
people's interpretations of organizational events and basic assumptions about 
organizational processes". These of course can be different from one organization to the 
other within their national context. The unique culture that exists within an organization 
helps, "provide group members with a way of giving meaning to their daily lives, 
setting guidelines and rules for how to behave, and, most important, reducing and 
containing the anxiety of dealing with an unpredictable and uncertain environment" 
Schein, (1992, p. 15). 
The implementation of any particular culture is intended therefore to produce 
widespread agreement about basic assumptions and values in an organization in order to 
increase behavioural consistency and thereby enhance organizational performance. The 
introduction of certain HRM practices and, more specifically, high performance work 
practices and employee involvement or participation schemes will depend on an 
organizations culture, as well as its structure and type of corporate governance. But their 
implementation and effectiveness will also very much depend on the particular 
management style that exists within the organization (Den Hartog and Verburg, 2004). 
The particular type of corporate governance be it public or private sector as well as the 
management style and the employment relationship it creates, will affect the extent of 
EIP. In this new century there has been a refuelling of an old debate on the fundamental 
issue of corporate governance. 
The main question posed is "for what purpose the corporation exists and whose interests 
it serves", (Letza et al., 2008, p. 18). There are two main views, in the first its 
supporters insist on the dominant paradigm of shareholder value maximisation, those 
who reject this conventional ideology, instead argue for the value creation for 
stakeholders. Each side assumes that their own theory is superior to others and has 
better business implications and is easier for managerial application. These arguments 
are not new, but today have become even more polarised between the organization as 
private property or as a social entity, operating in the private or public sector. 
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2.5.1 HRM and Organizational Culture 
Within any organization there is a dimension of conflicting demands, (Zammuto et al, 
1999), which is where those organizations with a focus on control emphasize stability 
and cohesion, while organizations with a focus on flexibility emphasize adaptability and 
spontaneity. According to Sinangil, (2004) and Zdunczyk and Blenkinsopp, (2007) in 
any organizational culture, where managers at the senior levels, recognize that 
organizational culture has an influence on efficiency and effectiveness, employee 
motivation can be affected. Organizational culture can of course itself be influenced by 
numerous factors including management style, the level of employee involvement and 
the structure and governance of the organization. McKenna and Beech, (2002) and 
Tattersall, (2008) indicate that culture is a central and important topic in Human 
Resource Management (HRM) and is mainly concerned with the values, attitudes, 
beliefs, assumptions, actions and procedures that people adopt in organizational life. As 
such, the writers listed above believe that organizational culture underpins many of the 
specific issues of people management and can be used to reinforce the corporate setting 
and provide a framework for the relationship that exists between managers and 
employees and is therefore a strong influencing factor on the psychological contract, 
and employees' willingness to accept change, (Abelage and Eisenberger, 2003). The 
most important factor to remember however is that managers and those who are 
managed, are merely parts of the same `team', with the managers being expected to 
provided strong leadership to keep that team working and to ensure commitment to the 
tasks to be done and to the organization. Additionally, the writers listed above feel that a 
suitable communication structure is required, to keep employees informed of 
managerial and enterprise decisions. Employees according to Farnham and Pimlott, 
(1995); Worrall et al, (2000); and Bititci et al, (2006) are expected to remain loyal to the 
organization, and to its management, in deference of the common problems facing 
managers and subordinates alike. Work organizations, under this approach are viewed 
as unitary in their structure and unitary in their purposes, with a single source of 
authority and a cohesive set of participants motivated by common goals. Employee 
relations therefore, are based on mutual co-operation and harmony of interest between, 
management and the managed within the organization. However as Leopold, (2002, p. 
218) points out "the participants in the employment relationship, managers, owners, 
employees, trade union leaders, come into the relationship with particular ways of 
viewing the world, especially the world of work, and the relationships that take place 
within that sphere". 
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The indications are that industrial society is in the midst of a new phase of evolution 
towards a post-industrial era, Flood et al, (2001) and the force driving this change is the 
reinforcement of the idea that intellectual capital is a source of organizational 
advantage. The theory is that "knowledge rather than labour is becoming the new 
source of added value and growth, " (Flood et al., 2001, p. 1152). 
In recent years, literature on the psychological contract in employment relationships has 
made significant contribution to the understanding of the exchange relationship between 
employees and their employers, (Thomas et al., 2003) however "the influence of 
cultural differences on perceptions of the employment relationship has largely been 
ignored", (Zhao and Chen, 2008, p. 289). The employment policies of an organization 
operating an organizational culture of high individualism would include careful 
selection, internal labour markets, staff appraisal, merit pay, employee development and 
extensive communication systems. On the other hand, low individualism driven 
organizational culture emphasizes the commodity status of employees "with employers 
concentrating on the control of both labour costs and the labour process", (Farnham, 
1994, p. 36). Purcell, (1987) explains that, the intermediate position between high and 
low individualism, is paternalism. In the paternalistic organizational culture there are 
caring, welfare employment policies in operation, but as Salamon, (1998, p. 6) points 
out "coercion is regarded as a legitimate use of managerial power". 
In their study Oyserman et al, (2002, p. 17) discovered that, "Americans were lower in 
collectivism than Europeans were, befitting the idea of a uniquely American way of 
being high individualism and low collectivism but challenging the notion of a single 
`Western' culture". The collectivistic HRM perspective involves an employee 
relationship that is highlighted by the "extent to which the organization recognizes the 
right of employees to have a say in those aspects of management decision-making 
which concern them", (Purcell, 1987, p. 538). Collectivism is operated through trade 
union organization or other forms of employee representative system, thus giving 
employees a collective voice in organizational decision-making. There are two aspects 
of collectivism; these are the levels of employee participation and the degree of 
legitimacy given to collective organization by management, (Farnham, 1994). This 
legitimacy however may depend on the particular management style in place and this 
also depends on the culture of the nation in which the organization operates. In 
countries like the UK, Ireland and Spain there is a very strong tendency toward an 
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individualistic organizational culture where managers are expected to lead from the 
front with all that such a process entails. In France on the other hand there is a much 
more pluralistic collective culture within organizations. In Sweden and Finland as well 
as Germany and Austria there is according to, (Fincham and Rhodes, 1999) similarities 
in the existing organizational culture either by seeking a consensus or looking toward 
common goals. 
In these instances there is a combination of individualist/unitary and 
collectivistic/pluralist approaches. In the consensus approach, communication and team 
sprit are highlighted in the table there is also however an emphasis on attention to 
organizational detail. In the German and Austrian organizational culture even though an 
emphasis is based on working towards a common goal in organizations, there is still and 
authority based leadership style and the company culture is very discipline oriented. The 
most interesting fact highlighted by, (Fincham and Rhodes, 1999) is that within a 
relatively small geographical area, organizational cultural differences which are affected 
by national culture clearly give rise to distinctive management styles in the employment 
relationship. There is also great diversity and differing natures of participative work 
practices in European companies, no doubt due to variations in organizational culture 
and change in political leadership during the latter half of the 20th Century. In many 
industrialised societies, expectations for openness, access to information, collaboration, 
communication, and consultation have increased. While such expectations and a desire 
for democratic ideals in society maybe, in stark contrast, to the nature of authority and 
the way it is exercised in organizations Fincham and Rhodes, (1999; and Viggiani, 
(1999). A major criticism of democratic leadership however, is that in some settings the 
style is simply not appropriate, mainly because such leadership can, because of its 
emphasis on deliberation and participation, be much more expensive and slower than 
autocratic and directive styles, (Lawler , 
2007). 
There is evidence to suggest that in some transitional countries, like Libya there has 
been a shift in organizational culture away from collectivism towards individualism, 
Jackson, (2002); Alas et al., (2007); Rees and Metcalfe, (2008). This process started 
with the demise of the old industrial relations system, in some countries, which had 
been based on state-sponsored collective principles and voluntary collective employer 
and employee institutions. In any country; 
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"the culture adopted by an organization and the socialisation tactics that 
culture infers can be used to moderate the relationship between levels of 
cultural diversity and the organizational consequences of creativity and problem 
solving, turnover, and conflict". 
McMillan-Capehart (2005, p. 100) 
2.5.2 Organizational Culture and Management Style 
"Organizational culture defines a normative order that serves as a source of consistent 
behaviour within the organization" according to Sorensen, (2002, p. 1). He believes that 
in this sense, organizational culture is a social control mechanism and at the same time 
frames people's interpretations of organizational events and basic assumptions about 
organizational processes. Organizational cultures, "provide group members with a way 
of giving meaning to their daily lives, setting guidelines and rules for how to behave, 
and, most important, reducing and containing the anxiety of dealing with an 
unpredictable and uncertain environment, " (Schein, 1991, p. 15). Such widespread 
agreement about basic assumptions and values in an organization should increase 
behavioural consistency and thereby enhance organizational performance (Sorensen, 
2002), which is a function of the potential return to an organization's activities and its 
ability to carry out those activities. However organizational culture can be affected both 
by "internal factors, such as the vision, mission and values of the company, " (Nayir and 
Uzunarili, 2008, p. 144) as well as, the technology employed within the company. The 
organizational structure and the management style as well as other "external factors", 
such as the social/political environment of the country can also affect organizational 
culture, (Lemon and Sahota, 2003). 
As was previously pointed out, "successful firms distinguish themselves from less 
successful ones, through their clearly articulated and shared norms and values regarding 
organizational functioning, " (Deal and Kennedy, 1982, p. 15). These writers hold that 
"people are a company's greatest resource, and the way to manage them is not directly 
by computer reports, but by the subtle cues of a culture". In their view, by creating a 
strong organizational culture management will have a powerful tool to influence 
employees' behaviour and improve performance. Additionally, "... the expectation is 
that organizational culture will impact on customer service orientation, " (Bellou, 2007, 
p. 512). 
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Furthermore, 
"... through selection, socialisation and employee development, HRM may 
contribute to both the emergence and maintenance of shared patterns of norms, 
values and informal rules within organizations" 
Guest (1994, p. 254) 
This according to, (Guest 1994) will lead to an organizational culture which contributes 
to improved work life and greater employee job satisfaction. In fact there is "a plethora 
of empirical findings supporting the role of culture as an important determinant of 
wellbeing at work, " (Fargher et at., 2008, p. 632). The debate previously referred to 
about the unitary as against the pluralist approach, the individualistic as against the 
collectivist approach and the categorisation of organizations are valuable frameworks 
for analysis and can therefore help in analysing and understanding developments in 
countries, organizations and their cultures. In the communist regimes in Eastern Europe 
collectivism rather than individualism was the predominant value, (Beardwell and 
Holden, 1997). However when Eastern European countries, began to import Western- 
style managerial education packages to train their managers, it was found that they often 
did not have the desired effect. The review of the literature highlighted the fact that in 
those countries with a high collectivist orientation, that there is a tendency to employ an 
organizational culture that leans toward cooperative decisions as opposed to individual 
decision-making, (Hofstede, 1991). This research shows that this is the case in Libya. In 
those cultures where, more emphasis is placed on consensus and co-operation rather 
than individual initiative and effort, (Dedoussis, 2004), employee motivation is derived 
more from a sense of belonging, and rewards are based on being part of the group, 
(Wills, 1999). In such cultures the role of management is to facilitate team effort and 
integration and to foster a supportive atmosphere in which a group/organizational 
culture is created. However according to this research this is not seen as the function of 
managers in Libya. 
The introduction of certain HRM practices and, more specifically, high performance 
work practices may have an impact on organizational culture, but their implementation 
and effectiveness, may well be dependent on the management style and the employee 
relations that exists within the organization, (Berg, 1999; Macky and Boxall, 2007; 
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Luna-Anocas, and Camps, 2008). The employment relationship decrees who has the 
right to define the tasks or change a particular mix of tasks, and finally what penalties 
will be deployed for any failure to meet these obligations. Employers generally want 
employees who will be compliant with or committed to employer rules and 
management decisions so that the organization can achieve its economic targets and 
maintain efficiency, productivity and growth, (Farnham, 1994; Barry and May, 2004; 
Pulignano, (2005). Additionally, the managers who are responsible for the 
organization's success and effectiveness want "employees who respond willingly and 
flexibly to managerial decisions and initiatives", (Farnham, 1994, p. 7). These 
managers therefore want to be free to take and implement decisions in the interests of 
efficiency and workplace order, without being constrained by any form of employee 
resistance, (Farnham, 1994). In other words they want the management prerogative, to 
manage, (Boxall and Purcell, 2003; Upchurch et al., 2006). Employees however, 
normally want a say, in how their work is organised, and how decisions affecting their 
working lives are taken and how any complaints and grievances relating to their 
rewards, working arrangements and job content may be resolved. According to this 
research this is the wish of many of the Libyan workers surveyed. 
The two main types of socialisation tactics are individualised and institutionalised and 
the two main types of organizational culture are individualistic and collectivistic. The 
concept of HRM traditionally rested on the assumption that if management seeks to 
meet the needs of all people within the organization this will lead to a competitive 
advantage. Additionally, a management style which promotes communicating directly 
to employees in an individualistic way, rather than through established trade union 
channels, it is argued, has the obvious advantage of promoting a commonality of 
interests between employee and organization, (O'Donnell et al., 2006). However, this 
research suggests that such a management style would be affected by the organizations 
structure and more importantly its corporate governance, i. e. whether it operated in a 
planned, mixed or free market economy and within the public or private sector. 
2.5.3 HRM and EIP in the Public and Private Sectors 
In the public sector in Libya as elsewhere the pressure of globalisation has become very 
apparent over recent years, this has raised the issue of organizational survival, because 
of affordability which has become the driving force behind the treatment of employees. 
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Table 2.3 Functional idiosyncrasies between private and public sector organizations 
Functions Private Organizations Public Organizations 
Decision Making Depends on organization structure but is Within department: often autocratic 
becoming more participatory/team Legislative policy level: democratic 
oriented 
General Policies Becoming less policy driven and more Very structured and rules oriented 
and results driven 
Communication 
Personnel Depends on organization structure with Hybrid elected officials, appointed 
Management larger organizations having certain officials and employees who are 
functions centralized and others hired through traditional methods 
decentralized 
Materials Most successful organizations develop Bids and contracts which often take 
procurement strong relationships with suppliers to longer and do not always result in 
promote lower costs and more efficient most efficient outcome 
delivery. Just in time supply agreements 
are not uncommon 
Financial Major functions are managed at Method may vary depending on 
Management Corporate level with appropriate department and jurisdiction. Lack of 
authority to make financial decisions consistency can create havoc in 
often delegated to division or function obtaining cross department/cross 
level agency information 
Marketing Very competitive prompting numerous The presence of few or no 
organizations to develop competitive competitors results in sparse 
intelligence program marketing efforts. However, public 
organizations do have multiple 
stakeholders 
Bradley and Parker (2001, p. 496) 
This additional pressure has also been brought to bear, because there has been a 
tightening of finances coupled with the introduction of competitive market forces and a 
closer monitoring of organizational performance. In some countries this has led to the 
introduction of the use of a battery of measures and targets which have directly 
challenged the traditional features of employment in the public sector, (Rashid et al, 
2003, p. 724). The traditional certainties of job security, annual pay increases 
maintaining living standards, and long term career opportunities in Libya have all been 
threatened. 
The same pressures have forced a tightening of work practices and a general 
intensification of work, as well as having seriously affected the basis of the employment 
relationship. There is also tremendous pressure on certain corporate institutions, mainly 
in the public sector, to adapt to significant changes in the external environment. In fact 
public organizations in many countries are facing pressures to adopt the management 
techniques used by private organizations, (Bradley and Parker, 2001). However despite 
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the growing similarities between the environments of public and private sector 
organizations. There are still a variety of specific, fundamental differences at the 
operational and cultural levels, of these organizations, as presented in Table 2.3. 
The main functions to be considered for the purposes of this research include the type of 
decision making that takes place and whether it is consultative and democratic or 
authoritative. Additionally the Human Resource HR or personnel practices are of 
importance and need to be investigated to identify whether they centralised or 
decentralised. Decision making, general policies and communication, Personnel/HRM 
management, materials procurement, financial management and marketing are among 
the fundamental differences at the operational and cultural levels of any organization. 
Decision making in the private sector according to (Bradley and Parker, 2001) is 
dependent on the organizations structure, but is tending toward being participatory or 
team led. However, there is still a greater need for collaboration which (Baird and 
Wang 2010), refer to as the extent to which employees take part in the decision making 
process. In the public sector the decision making taking place within organizations can 
be autocratic within departments even as it is democratic at the legislative/policy level, 
(Al-Husan and James, 2007). Mainardes, Alves, and Raposo, (2011, p. 229) explain 
how now stakeholder theory argues for the need to "influence organizational decision 
making processes so as to be consistent with their needs and priorities; and as regards 
organizations, these should attempt to understand and balance the interests of the 
various participants". Even in some previous bastions of socialism with their state- 
controlled industries and public sector companies, there is now a desire for change to 
the new realities of management and organizational structure (Warner, 1995; Poliert, 
1999; Zhu, 2004; McCann and Schwartz, 2006; Suarez -Barraza and Ramis-Pujol, 
2010). 
According to the World Centre for researches and studies of the Green Book in Libya 
under the traditional systems of government, the society was divided into a ruling 
minority and a ruled majority, (Green Book, p. 224). This majority were dominated by 
the powerful who assume a common form that does not exceed the traditional 
instruments of governance such as the party, coalition, a ruling council, a committee, a 
class, a tribe, a family or even an individual. Whatever the instrument of governance 
may be, it divides the society, through sheer domination, economically along rigid lines: 
into an exploitative minority which exercises sovereignty, and a crushed, exploited and 
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oppressed majority, (Green Book). There is a certainty to the end of such a situation, 
according to the (World Centre for Researches and studies of the Green Book, p. 229), 
whether that authority "is vested in an emperor, a king, family, tribe, a party or coalition 
of parties, a front or a coalition of fronts". The certainty is that the struggle continues to 
develop towards the realisation of the power of the people, i. e. the accession of all the 
people to power, so that people may rule themselves by themselves, and thereby abolish 
the various forms of governance that have for long enslaved them. There is no reason 
why any instrument of governance should have control over the masses if they are 
willing to govern themselves. Therefore as governments and public service 
organizations across the globe engage in strategies of institutional and organizational 
change, it is timely to examine current developments, as well as a future research 
agenda for public governance and management. Many governments recently are trying 
to place new emphasis on partnerships and networks to secure fundamental changes in 
the area of governance. 
The nature of the research for this study requires an understanding, not only of the 
differences, that exist between the public and private sectors, but also between the more 
economically advanced countries of the West, like the UK and those, like Libya which 
are in transition from socialist models of business practice and therefore altering their 
corporate governance. 
2.5.4 Organizational Culture and Corporate Governance 
In any society where the dominant stakeholder within an organization is the State, there 
will be problems, (Konzelmann et al., 2006) a common problem, often is, a lack of 
effectiveness and performance. This is caused by the distance of the dominant 
stakeholder from continuous involvement in production which makes things more 
difficult for internal stakeholders as they try to implement and maintain mutually 
acceptable strategies aimed at long-term production effectiveness. 
In organizations with a dominant external stakeholder, such as a group of shareholders 
or even the State, management can find their ability to cater to the interests of internal 
stakeholders diminished. This will make it more difficult to secure the commitment of 
the internal stakeholders to organizational objectives. The demands of the dominant 
stakeholder could therefore "impact on HRM practices developed and implemented by 
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internal stakeholders and on the achievement of their objectives", (Konzelmann et al., 
2006, p. 543-544). Where the dominant stakeholder is the State their objectives are to 
meet the electorate's demand for high quality services, at levels of tax they find 
acceptable. The ability to accomplish the first of these objectives requires the full 
commitment of internal stakeholders (i. e. public sector workers), but this might be 
impeded by the stringent nature of the governmental tax policy (Konzelmann et al, 
2006). 
In privately owned companies, the placing of shareholder interests first, conditions 
management to prioritise in favour of dividend pay-outs and short-term share value 
appreciation. This is typically achieved by concentrating on cost cutting and labour 
force downsizing to the neglect of the longer-term interests of the business. By contrast, 
in organizations for which corporate governance designates an internal stakeholder as 
dominant, owner-management for example, there are likely to be fewer constraints on 
the ability of managers and employees to work together to secure long-term 
organizational viability to their mutual advantage. Among the questions' raised recently 
regarding corporate governance and the introduction of HRM practices are; can the 
system in one country changed to take advantage of and adopt, innovations developed 
in another country and will such innovations be rejected totally or subject to a 
significant degree of customisation, (Konzelmann et al, 2006). In the 1990's the 
corporate governance model favoured by a number of countries, in the West changed 
from the stake-holding perspective towards a shareholding and market-based model, 
due to the pressure of globalisation world-wide competition and the recession of 
national economies. There has been some research into the appropriateness of the 
Anglo-American models and institutions for corporate governance in less developed 
countries and this research raised questions about the suitability of imported sets of 
regulations and institutional frameworks comprising corporate governance from a 
modern society, such as the USA and UK, to a less developed society like Libya. 
2.5.5 Private or Public Sector Governance 
There has been a trend in the West, particularly in the UK, towards transforming the 
corporate governance of companies, which has been championed by supporters of the 
New Public Management (NPM) seeking to exploit private sector mechanisms in order 
to enhance efficiency and accountability in the public sector, (Battaglio, 2007). One of 
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the main mechanisms advocated by these reformers is the privatisation of state-owned 
enterprises (SOEs). Proponents argue that privatisation of industry is the only approach 
to countering those inefficiencies and bureaucratic pathologies which are associated 
with public sector ownership (Ingraham, 1996). 
There are surveys of empirical analyses by Megginson and Netter, (2001) and 
Megginson, (2005) which assert several positive lessons that can be drawn from 
privatisation. Megginson and Netter, (2001, p. 380-381) assert that "studies have 
demonstrated that privatization generally leads to firms that are more efficient, more 
profitable, fiscally sounder, and tend to increase their capital investment spending, 
especially compared to their government-owned counterparts". Opponents however, 
point out that "privatization may lead to falling income levels, unemployment, poverty, 
social uncertainty, irrespective of any efficiency argument that the state can provide", 
(Battaglio, 2007, p. 55). There is a case of course that efficiency concerns should lead 
respondents who advocate a more traditional role for government to be in favour of pro- 
market reforms such as privatisation in the economy. Organizations in the public sector 
are said to emphasize selection and grievance procedures, (Pichault, 2007) while those 
in the private sector focus on employee growth and motivation. Some researchers 
suggest however that the public sector was 'moving' closer to the private sector model 
by adopting a 'high performance work system'. Many public sector organizations are 
being challenged at an ideological and political level, to move towards, new ways of 
governance, improved efficiency and customer orientation, (Pichault, 2007). There are 
HR-based reforms being undertaken in most countries involved in the Organization for 
Economic Co-Operation and Development (OECD) that can be characterised by a 
common reference to a certain number of principles. These principles are meant to make 
HRM managers in the public sphere implement policies similar to those business 
centred policies of the private sector. This is to be done by fostering HR 
decentralisation, giving line managers greater responsibility, and achieving a new 
balance between quality and performance within the public sphere. This balance is to be 
struck via skills development and life-long workers careers would now be based on 
unilateral appointments and to contractual relations, simple seniority should no longer 
the basic criterion for promotion. 
Furthermore there is a general move towards the individualisation of social relations 
within companies, (Begin, 1992). The increasing pressures of globalisation have placed 
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the employment relationship in both the public and the private sector environment in a 
period of significant change, (Gollan and Wilkinson, 2007). Under the sway of new 
public management (NPM), public services are required to rely increasingly on quasi- 
market mechanisms, internal competition, the separation of `purchasers' and 
`providers', performance league tables and other such mechanisms, to increase 
productivity and reduce administrative costs, (Pichault, 2007). 
Decentralization has become a pronounced trend, commonly involving the creation of 
results-oriented `executive agencies, ' (OECD, 1996). Centrally-driven programmes 
aimed at cost-containment and efficiency-enhancement received highest priority, 
dominating, what the (OECD, 1996) described, as the integration of people into public 
service reform, as much as reform processes more generally. This transformation was 
most apparent in the UK and the USA. The emphasis in new public management is 
supposedly on `empowered' public servants, flexible multi-disciplinary teams and 
changes in the public-service labour process however the dominant qualitative changes 
in these countries involved rationalisation, cost-cutting, head-count reduction and work 
intensification. By contrast in the countries of the EU, they are seeking to improve 
labour market performance through implementing the Lisbon and European 
Employment Strategies which encourage the modernisation of all work organization 
through the development of partnership with the assistance of an 'appropriate' regulatory 
framework, `Key aspects of this latter framework concern workers' rights regarding 
information, consultation and participation in any form of corporate governance', 
(Hardy and Adnett, 2006: 1021). 
Historically, in those countries like Libya with a high collectivist orientation, there is a 
tendency to employee an organizational culture that leans toward cooperative decisions 
as opposed to individual decision-making. The effective introduction of Western HRM 
practices will very much depend on the management style that exists within the 
organization and the employment relationship that this creates as well as the extent of 
employee involvement and participation this relationship supports. The Libyan political 
and cultural legacy created a socialist orientation which had implications for HRM 
policy in Libyan organizations and ultimately contributed to existing 
paternalistic/autocratic organizational culture where the manager takes on the role of the 
parent and considers it an obligation to provide support and protection to subordinates 
under their care, subordinates, in turn are loyal, deferential and obedient. There is now 
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evidence to suggest that in some transitional countries, there has been a shift in 
organizational culture away from collectivism towards individualism. Pressure is 
growing in the Libyan public sector as elsewhere to consider the issue of organizational 
survival, and stress affordability as the driving force behind the treatment of employees. 
This pressure has been brought to bear because there has been a tightening of finances 
coupled with the introduction of competitive market forces and a closer monitoring of 
organizational performance. Further pressure is apparent now as there is a trend in the 
West, towards transforming the corporate governance of companies, which has been 
championed by supporters of the New Public Management (NPM). This new 
philosophy seeks to exploit private sector mechanisms in order to enhance efficiency 
and accountability in the public sector claiming that a number of studies have 
demonstrated that privatization generally leads to firms that are more efficient, more 
profitable, fiscally sounder, and tend to increase their capital investment spending, 
especially compared to their government-owned counterparts. This may be the case in 
Libya. Therefore the main aim of this research is: 
To critically and analytically explore the nature of employee involvement and 
participation (EIP) in UK and Libyan contexts 
As can be seen from the previous models shown concerned with research into HRM, 
The Harvard interpretation of HRM by Beer et al is still relevant today, and was based 
on an analytical approach intended to provide a broad causal depiction of the 
"determinants and consequences of HRM policies". The alternative, the Michigan 
Framework was strongly influenced by strategic management literature where HRM 
was seen as a strategic process that must make the most effective use of an 
organization's human resources. This framework took a top-down approach and control 
of human resources lay firmly in the hands of senior management. Employees were 
selected and trained to meet the performance needs of the organization. Additionally, 
employee's attitudes and behaviour also had to fit the strategic requirements of the 
business. The model for this research into employee involvement and participation takes 
as broad a view as the Harvard and Michigan models did. It considers situational factors 
inside and outside the organization as well as all of the stakeholders' interests, including 
those of shareholders, management, employees, unions, community and government. 
65 
2.6. 
E 
X 
T 
E 
R 
N 
A 
L 
Explanation of the Research Model 
C 
1 
v 
Economy in the Country: Planned, Liberal, Capitalist, ý-' 
Market Orientated or Transitional 
A 
... .... ".. SS SS S 555 5 S. S SS" "5 SSS 55 55 
I Organizational Culture Employee Relations Forms, 
N Approach, and Techniques 
T 
R Lº Management Style, Union or Non-Union Representation 
N 
A 
L 
"""""""""""""""""""". """""""""""" 
Changes and effects in Ell' 
Figure 2.3 Construction of research model from literature reviewed 
As can be seen in Figure 2.3 above the national culture, HRM practice and recognition 
of employees within the company that can are influenced by the economic, political and 
social characteristics of the country will have a subsequent effect on the internal 
organizational culture that is prevalent. The organizational culture that exists within a 
company will manifest itself in the forms, approach and techniques of employee 
involvement or participation that are prevalent. Therefore the model constructed for this 
research was designed to consider national as well as organizational culture and the 
different types of corporate governance that exist in the comparative countries. However 
it would incorrect to think that the direction of national culture, HRM and corporate 
governance influence is one-way. Therefore the addition of dotted line in the opposite 
direction illustrates that arguably the section below can be an influence. The research of 
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National Culture, HRM and Corporate Governance - 
Dedoussis, (2004) highlighted the relationship between national culture and the 
economy. Dedoussis' (2004) research argued that culture has a significant influence on 
an economy as an economy can be an influence to the national culture and corporate 
governance. It was also important to highlight the economies in these countries, be they 
planned, liberal, capitalist, market orientated or in Libya's case transitional. It was felt 
that the nature of the countries economy and its culture both national an organizational 
would have an effect on the particular forms of employee relations prevalent and also 
the approaches and techniques employed in organizations. The nature of the 
employment relationship would also be affected by the management style that existed 
within the organizations studied and whether or not the national and organizational 
culture promoted union or non-union representation. 
In order to investigate these factors a number of questions were designed to discover the 
nature and extent of EIP in Libya and the UK and to highlight the affect that national or 
organizational culture would have in organizations dependent on whether they operated 
in the public or private sector. In the area EIP, Knudsen, (1995); Bratton and Gold, 
(1999) concluded that the level of participation is an indication of the degree of power. 
This change in management style towards encouraging and permitting greater 
participation can likewise be multi-directional. The process of encouraging participating 
and facilitating EIP would also arguably influence and change management styles, 
union and non-union representation. This researcher also wanted to gauge the particular 
forms, approaches and techniques that are most prevalent in public and private 
organizations in Libya and in the U. K and survey respondents' attitudes to the forms 
they experienced and their desire for change. 
2.7. Summary and Conclusions 
The main aim in this chapter was to investigate the influence of national and 
organizational culture and their impact on EIP. The concept and models of HRM were 
looked in light of the pressure that globalisation can place on organizations throughout 
the world and in both the public and private sectors. The first attempts to create a 
coherent framework were extensions of existing frameworks rooted in Anglo-American 
experience where there is a movement to emphasize individualism, seen in the shift, to 
human resource management and the growth in merit pay, assessment systems and 
greater attention paid to recruitment, selection and internal training schemes linked to 
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flexibility. Due to the context of this research national as well as organizational factors 
had to be taken into account because of the view that existing organizational culture and 
the influence of national culture on personal values could lead to differences in the way 
companies in the east and west are governed and manage their employees. The review 
of the literature reveals that there are many differences in national culture characteristics 
in cross-cultural comparisons between eastern and western countries, (Lok and 
Crawford, 2004), but there has been no cross-cultural comparison that specifically looks 
at employee involvement and participation (EIP) in Libya and the UK. According to 
studies carried out by, (Lindholm, 2000; Tata and Prasad, 1998) organizational culture 
is significantly influenced by the national culture at which the organization is located. 
There has even been a study by Melgarejo et at., (2007) looking at the differences in 
performance between organizations with different organizational structures namely 
capitalist or labour-owned enterprises. The influence of culture in general, and more 
specifically in the sub-divisions of national, organizational, and occupational culture, 
has been the subject of much discussion over the last few decades. National culture can 
be seen as a set of values, beliefs and attitudes operating across people from a particular 
country or region, and organizational culture as a set of values, beliefs and attitudes 
promoted by the executives and senior management. According to, (Gooderham et-al. 
1999) there are significant cross-national varieties of the typically novel or "modern" 
human resource management practices adopted. In a number of countries there has been 
a shift in management style away from collectivism towards individualism. There can 
be little doubt that globalisation clearly exerts considerable pressure on enterprises 
throughout the world to standardise HRM practices and policies, however there are 
factors that present barriers to convergence, which include the differences in the stage of 
economic development, distinctive political-economic frameworks, unique cultural and 
value systems, and different strategic choices and solutions to common problems. 
Culture and institutions are often cited as the major stumbling blocks to the decline and 
weakening of national systems of human resource management. Historically, in those 
countries with a high collectivist orientation, there is a tendency to employee an 
organizational culture that leans toward cooperative decisions as opposed to individual 
decision-making. The effective introduction of Western HRM practices will very much 
depend on the management style that exists within the organization and the employment 
relationship that this creates as well as the extent of employee involvement and 
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participation this relationship supports. The Libyan political and cultural legacy created 
a socialist orientation which had implications for HRM policy in Libyan organizations 
and ultimately contributed to existing paternalistic/autocratic organizational culture 
where the manager takes on the role of the parent and consider it an obligation to 
provide support and protection to subordinates under their care, subordinates, in turn are 
loyal, deferential and obedient. 
There is however evidence found as a result of this research which to suggest that in 
some transitional countries, there has been a shift in organizational culture away from 
collectivism towards individualism. The literature reviewed indicates that pressure is 
growing in the Libyan public sector as elsewhere to consider the issue of organizational 
survival, and stress affordability as the driving force behind the treatment of employees. 
This pressure has been brought to bear because there has been a tightening of finances 
coupled with the introduction of competitive market forces and a closer monitoring of 
organizational performance. Further pressure is apparent now as there is a trend in the 
West, towards transforming the corporate governance of companies, which has been 
championed by supporters of the New Public Management (NPM). This new 
philosophy seeks to exploit private sector mechanisms in order to enhance efficiency 
and accountability in the public sector claiming that a number of studies have 
demonstrated that privatisation generally leads to firms that are more efficient, more 
profitable, fiscally sounder, and tend to increase their capital investment spending, 
especially compared to their government-owned counterparts. 
There are of course as can be seen from the literature reviewed an enormous range of 
employee involvement schemes, varying from those which are individualistic 
informational mechanisms only to full-blown collectively democratic systems where 
employees have as much say in the decision making as does management. There should 
therefore, this researcher felt, be evidence apparent from the levels of EIP within an 
organization to indicate whether there was a leaning towards an individualistic 
(unitarist) or collective (pluralist) philosophy. The existence of collective workplace 
partnerships or the use of more individualised forms or concepts of giving employees a 
voice should indicate the direct or indirect technique of EIP in use within an 
organization. This relationship could be strongly influenced not only by the 
organizational culture, but also the national culture and the particular kind of 
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management style that the organizational structure promotes. All of these factors may 
have an effect on the implementation of employee involvement and participation 
operating and the type of representation offered to workers. The literature reviewed 
shows that in the developed countries of the West, such as the UK, there is a difference 
between public and private enterprises in their propensity to use autonomous team 
working as an employee involvement practice. In fact public sector organizations tend 
to be more inclined towards problem-solving groups and training courses. 
In the previous comparisons carried out into forms of EIP two broad approaches have 
been clearly identified. Recent debates about involvement imply that all employees 
want, is to be active participants in their employing organizations. Therefore if this is 
the case the organizational culture will guide managers in their decision, as to which 
employee relations approach is to be taken, to facilitate employee involvement, within 
the employment relationship. This will of course depend on their and the organizations 
particular perspective of the employment relationship. In their transition to 
industrialised economies nations like Libya, in their quest for economic progress, faced 
managerial and social problems. Amongst the major issues that stand out are the 
transfer of Western management techniques and practices, and the selection of 
appropriate frameworks to achieve their ambitious developmental goals. The 
introduction of improved channels of communication between managers and those they 
manage are imperative in order to build trust. Perhaps the most obvious practical 
consideration that should be taken into account by managers is; the fact that employees 
can in certain circumstances have much greater knowledge of the specifics of a 
particular situation within an organization when compared with a manager. 
In many less well-developed countries like Libya the State is now being compelled by 
global circumstances to create a favourable climate for foreign investment by endorsing 
a market-driven process of economic reform and moving cautiously on the issues of 
affirmative action, worker participation and a national minimum wage. There are also 
moves in such countries to allow workers to participate and become more involved in 
the decision-making process. In many of these countries this represents a fundamental 
change in the way decisions are made in organizations. It is important however that 
employees perceive that those procedures, which are put in place lead to participation 
opportunities that are fair. In many of these countries there is now greater interest in 
70 
managing production in less bureaucratic ways according to the work of, (Tsiganou, 
1991) and in making work life more meaningful and satisfying by allowing workers 
increased levels of participation in the management decision-making process as this 
researcher discovered in reviewing the literature and studies carried out by Nolan and 
O'Donnell, 2003. Many organizations today face pressure to restructure their 
operations, by contemplating mergers or acquisitions, rationalisation through closures, 
diversification, sub-contracting or even internal changes. The use of non-union 
representative bodies seems to be among the internal changes occurring in some 
instances. Those organizations who have implemented high involvement work 
practices appear to have relatively centralised management structures but there are clear 
indications from the literature that the introduction of modern employee relations are 
essential in order to compete within the new "knowledge economy", (UK Government 
Report, 2000). Some commentators argue however that the use of non-union 
representation structures such as works councils is a purely a `cosmetic' device 
employed by management as a means to avoid trade unions. A number of the writers 
reviewed point out that the level of employee participation allowed is a direct indication 
of the power that workers have within an organization. However most of the literature 
on HRM and EIP focuses on the developed and transitional countries in the West and 
Europe which led to this research as there is a need for further investigation in different 
national contexts particularly in Libya. 
It can be seen from the review of available literature that in some of the transitional 
economies the development of management and organizational culture based on risk 
taking, initiative, creativity, transparency, and the level of employee autonomy to 
increase performance has been stifled in the past. Additionally Edwards et al., (2002, p. 
84) remind us that the existence of team working or problems solving groups `says 
nothing about the level of autonomy or discretion enjoyed by employees'. Furthermore 
within a relatively small geographical area, organizational cultural differences which are 
affected by national culture clearly give rise to distinctive management styles in the 
employment relationship. Also in those countries with a high collectivist orientation, 
there is a tendency to employ an organizational culture that leans toward cooperative 
decisions as opposed to individual decision-making. In these countries the role of 
management is purported to facilitate team effort and integration and to foster a 
supportive atmosphere in which a group/organizational culture is created. 
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However according to this research this is not seen as the function of managers in 
Libya. The typical employee on the other hand normally just want to have a say, in how 
their work is organised, and how decisions affecting their working lives are taken and 
how any complaints and grievances relating to their rewards, working arrangements and 
job content may be resolved. According to this research this is the wish of many of the 
Libyan workers surveyed. 
In the West there has been a trend towards transforming the corporate governance of 
companies, which has been championed by supporters of the New Public Management 
(NPM). The proponents seek to exploit private sector mechanisms in order to enhance 
efficiency and accountability in the public sector. The argument is based on the fact that 
many commentators believe that while public sector organizations emphasize selection 
and grievance procedures, those in the private sector focus on employee growth and 
motivation. Public sector organizations and their managers are expected foster HR 
decentralisation, giving line managers greater responsibility, and achieving a new 
balance between quality and performance within the public sphere. New public 
management emphasizes the apparent `empowerment' of public servants, through the 
introduction of flexible multi-disciplinary teams and changes in the public-service 
labour process. Evidence suggests however that the dominant qualitative changes 
involved rationalisation, cost-cutting, head-count reduction and work intensification. In 
some transitional countries, like Libya there has been a shift in organizational culture 
away from collectivism towards individualism and ever increasing pressure is being 
brought to bear on n the Libyan public sector to consider the issue of organizational 
survival, and stress affordability as the driving force behind the treatment of employees. 
This pressure has been brought to bear because there has been a tightening of finances 
coupled with the introduction of competitive market forces and a closer monitoring of 
organizational performance. 
The model constructed for this research was designed to consider national as well as 
organizational culture and the different types of corporate governance that exist in the 
comparative countries. Previous research carried out by Dedoussis, (2004) highlighted 
the relationship between national culture and the economy and argued that culture has a 
significant influence on an economy as an economy can be an influence to the national 
culture and corporate governance. 
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The main thrust in this chapter was to identify the impacts and outputs of EIP as a direct 
result of the global crisis substantial changes had to be made in many countries and 
organizations to combat the much more competitive environment. In some 
organizations or even in countries where more emphasis is being placed on quality and 
productivity improvement, there is now a requirement to focus on long-term results and 
the generation of any innovative ways to do things. Now that a detailed literature 
review, to develop an understanding of the many factors involved in the implementation 
of EIP, has been carried out and a model of criteria in order to assess the EIP in 
different national and organizational contexts has been developed. In order to carryout a 
cross cultural comparison of the EIP practiced in each country the research report 
required that a number of research questions be answered by testing the hypothesis 
produced for the study. However first of all data collection tools had to be designed in 
order to conducted a survey of a sample of both private and public sector companies in 
the UK and Libya. A number of research questions were created to be answered and 
hypothesis were produced to be tested for this study. The research philosophy, approach 
and strategy as well as the methodology used for this study are presented in Chapter 
Three. Additionally the methods of sampling, data collection presentation and 
description and subsequent analysis are also discussed, as are the need for a pilot test 
and the difficulties encountered in the course of completing the study. 
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Chapter Three: 
Research Methodology 
3.0 Introduction 
In this chapter the research methodology approach and method including the 
techniques for data collection are presented. The reasons for a pilot test of the 
measures to be used are discussed as are the need for these measures to be reliable 
and valid. The first step to be taken in this critical and analytical exploration of the 
nature of employee involvement and participation (EIP) in UK and Libyan contexts 
was to consider the best way of answering a number of research questions generated 
from the review of the literature, from which to test the hypotheses proposed. Both 
the external and internal factors that act directly on an organization can be seen as 
being directly responsible for the employment relationship, which are at the very 
heart of any organization. The employment relationship which exists in any 
organization may operate on an individual or more collectivistic level. The 
relationship between employees and managers may be highlighted in the prevailing 
management style or even the public or private nature of the company. Additionally 
the nature of relationship maybe countenanced by the socialist or capitalist nature of 
the country but will always be at the heart of the matter, despite any specific social, 
economic and political circumstances. The relationship between management and 
those they manage shapes the nature of the available preferences and choices as well 
as the power available to the respective parties to impose them. 
The literature reviewed concerning the concept of human resource management and 
the forms that EIP can take, showed there was some dependence on a number of 
variables including national as well as economic and political culture and the 
structure and culture of individual organizations. This apparent dependence raised 
the first research question regarding, the extent to which national culture affect the 
nature and extent of EIP which exists in Libya and the U. K. The second question 
considers not only concerning national culture, but also organizational and corporate 
culture. The final research question considers the particular forms of EIP, which are 
most prevalent in the public and private sectors of both countries. The research 
questions generated are listed below. 
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1. How does national culture affect the nature and extent of EIP which exists in 
Libya and the U. K? 
2. How does organizational culture affect the EIP present in public and private 
organizations in Libya and in the U. K? 
3. What particular forms of EIP are most prevalent in public and private 
organizations in Libya and in the U. K? 
As the main aim of this research was to critically and analytically explore the nature of 
EIP in UK and Libyan contexts, in order to achieve this objective and answer the 
research questions two hypotheses were produced to be tested. Despite conclusive 
evidence of significant differences existing in both national and organizational culture 
between Libya and the UK, it is predicted, by the following 'null' hypotheses that; 
HO I: There are no significant differences between the EIP practiced in Libya and the 
UK.. 
H02: There are no significant differences between the EIP practiced in public and 
private companies 
3.1. Methodology, Method and Techniques for this Research 
Before starting this research there were a number of methodological strategies to 
consider, (Saunders et al, 2007; 2009). Each of these strategies can be linked to a 
particular approach or philosophy, but the research strategy chosen reflects the fact that 
careful thought was given to the particular strategy selected. The research methodology 
chosen by this researcher was based on the research questions and objectives. The 
literature reviewed research showed that the employment relationship in a company, 
although it could be subject to national and organizational factors might just as easily 
operate collectively in and individualistic society or individualistically in a collective 
one. However if the popular preconception of EIP theory in countries like the UK and 
Libya is to be believed, in one there is a tendency towards a very individualistic culture 
while the other operates in a very collective manner. This researcher intended to 
carefully consider the existing theories and practice of EIP and investigate how national 
an organizational culture affect the nature and extent of EIP which exists in Libyan and 
the UK public and private sector organizations, by conducting a comparative study. 
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Table 3.1 The Research Process 
Ontology Realist 
Epistemology Measure 
Approach Deductive 
Method Survey 
Techniques Questionnaires/Interviews 
The methodology for this research would combine both quantitative and qualitative 
measures to answer the `How' and the `What' research questions. The basis of this 
decision has been centred on the researcher's ontological position of being a realist. A 
realist position maintains that there is an external independent `real world', but that our 
ability to conceive of it and engage with it works through our perceptual processes: we 
can have only perceptions of the real world that exists independently of ourselves, but 
never directly know it (Bryman and Bell, 2007). The researcher decided to investigate 
organizational as well as national culture and its effects on employee participation and 
attitudes. To explore this, the researcher recognized the using a realism strategy 
provided the means to explored the cultural elements of the study. According to Mason 
(2001), a realist believes that both natural and the social science can and should apply 
the same approaches in collecting data as well as explain the results. This is approach 
has particular relevance when exploring and investigating cultures (Mason, 2001, p. 17). 
Epistemologically, the researcher decided that a deductive as well as inductive approach 
was needed. Through using this approach it was the intention of the research that the 
data could be collected in a measured way so that a theory or hypothesis could be tested 
and then the findings could be later contextualised. However the overall research 
strategy was deductive. This deductive element was conducted through using a survey 
methodology by the use of questionnaires and then by conducting semi-structured 
interviews. There is also an amalgamation of the ontological assumption, that reality is 
external and objective, alongside an epistemological assumption that knowledge is only 
of significance if it is based on observations of this external reality, (Easterby-Smith et 
al, 2002). 
Therefore in this study the researcher used methods to address the primary matter at 
hand, which is to discover any link between national as well as organizational culture 
and their effect on the employment relationship and subsequent EIP practiced within 
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organizations. Additionally, full consideration was given to any constraints that would 
inevitably appear (for example access to data, time, location and ethical issues). A 
deductive approach was identified as the most appropriate for this research as in this 
approach theory guides research, (Bryman, 2001). The survey method was chosen for 
this study as this researcher set out to explain things in the context of a theory. However 
as, (Williams, 2003) explains surveys cannot show that A caused B, though they can 
show that the association between A and B is so strong that a causal link is very likely. 
The remainder of this chapter will be used to set out the research process in greater 
detail. 
3.2. The Research Design 
Any culturally comparative exploration of EIP of this type requires that a number of 
factors be considered: the national and organizational culture which exists in the country 
or countries to be surveyed and the importance placed on employees in the work 
environment as well as the opportunities they are given for involvement by that culture. 
This research was carried out using a survey which involved a quantitative investigation 
of the employee involvement and participation practices in each organization and the 
type of representation offered to workers in a variety of companies operating in the 
public and private sectors of the UK and Libya. This information was gathered by self- 
completed questionnaire. Personally conducted interviews were also carried out with 
managers in each of the companies this information allowed an investigation of the 
subjective meanings that people have in their situation. The validity and understanding 
that was gained from the data was much more to do with the data collection and it's 
analysis than with the size of the sample, particularly the UK sample. Reliability is 
considered further in section 3.3.4. 
3.3. Research Planning 
The planning stage of any research is concerned with identifying an objective, which it 
is intended to achieve, and how this may be done stated, Collis and Hussey, (2003, p. 
67). According to, (Simons, 2009) there is quite a lot of planning that can be done 
before choosing a case, or if the case is a given, in determining how the study will be 
designed and conducted This researcher already had a deeper understanding of the 
topic, having worked in HRM in Libya. A thorough review of the merits of different 
methods supplied the confidence to carry out the study. Furthermore a great deal of 
thinking was done about how to relate to participants in the field. This researcher was 
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aware that there is need for consistency in survey designs as each case studied should be 
conducted in a consistent way since inconsistency between cases can invalidate case 
comparisons, (De Vaus, 2001). It was considered especially important to plan well 
ahead of the first field visit and to have subsequently piloted the questionnaire and 
interview schedules, (Simons, 2009). It is also important to consider ethical procedures 
in order to ensure the design is fair to all groups in the case and to establish rapport and 
trust. Additionally time planning and time budgeting is a crucial skill of successful 
enquiry in the real world, (Robson, 2002, p. 273). 
3.3.1 Access, Anonymity and Ethical Considerations 
Although strong case can be made for conducting qualitative interviews by telephone 
associated with the advantages of access, speed and lower cost, (Saunders et al, 2009) 
and even though this method would have allowed this researcher contact with 
respondents who would not otherwise have been able to take part, or who it would be 
prohibitive to try to question or interview face-to-face. There were problems inherent in 
trying to gain access through a telephone call to Libya, namely the reliability of 
telephone system, and the fact that this researcher felt interviewing face to face allowed 
a more positive interaction, therefore interviewing by telephone was discounted. The 
research was carried out to collect in-depth information in person and record it, but of 
course interviewees were asked for their consent, (see Appendix Five) as researchers 
should never secretly tape interviews, (Williams, 2003). 
As an initial step in the research process HRM specialists and managers were contacted 
and asked to act as brokers, (Easterby-Smith et al, 2002). These individual HRM 
specialists were reminded that the information collected would be of interest to them 
and their company and every respondent would be assured anonymity. The initial 
contact with each company was made by phone or letter (see Appendix Five) it was 
necessary to convince the reader that the request for access was worth supporting and 
that the benefits of the research proposed outweigh the likely costs to the company in 
time and disruption of work. The initial contact therefore pointed out that the time and 
resources requested would be minimal, additionally clear instructions was given to each 
respondent at each of companies sampled in the Libya and the UK. Because surveys 
frequently employ a range of different data collection techniques for the one study, (De 
Vaus, 2001, p. 245) it was likely that a greater range of ethical issues would need to be 
considered during the course of this research. One of the most important ethical issues 
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that can arise is around the control and use of data obtained by the researcher, 
(Easterby-Smith et al., 2002). Usually there is an assumption that the researcher has 
control and ownership of information, therefore this researcher exercised due ethical 
responsibility by not publicising or circulating any information that is likely to harm the 
interests of individual informants. Informed consent was sought from each person 
interviewed and questioned and they were asked to sign a form prior to being 
interviewed or taking part in the research. All of the participants were assured 
anonymity. 
3.3.2 Data Collection Techniques 
Data can be qualitative or quantitative, qualitative data is concerned with qualities and 
non-numerical characteristics, whilst quantitative data is all data that is collected in 
numerical form, (Collis and Hussey, 2003). No matter whether the intention is to 
follow a broadly positivist or phenomenological paradigm in the research, according to, 
(Collis and Hussey, 2003) there will always be a combination of quantitative and 
qualitative inputs into the data generating activities. 
In this survey it is important to that the data collection effort included the use of 
multiple sources of evidence converging on the same facts or findings, (Yin, 2003; 
2009). The main advantage of the use of a questionnaire in this research was that it 
could be self-completed by a large number of respondents and the researcher could then 
collect all the completed responses within a reasonably short period of time. In almost 
all of the organizations studied, a sample of employees were approached with their 
managers consent and the reasons and importance of the study were introduced and the 
respondents were then encouraged to offer frank answers, (Sekaran, 2003). 
This research was acutely aware of the commonly occurring problem with self- 
completion questionnaires namely low response rate, but good planning increased the 
response rate, (Robson, 2002). Response rate is significant because unless it can be 
proven that, those who do not participate, do not differ from those that do, there is likely 
to be the risk of bias. In other words, if, as is likely, there are differences between 
participants and refusals, it is probable that the findings relating to the sample will be 
affected. If a response rate is low, it seems likely that the risk of bias in the findings will 
be greater, (Bryman, 2001). The level of response is considered in greater detail in 
section 3.4. 
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Table 3.2 Data Requirements Questionnaire 
Research Question/Objective : How does national culture affect the nature and extent of EIP 
Type of Research: Investigative to assess national culture 
Investigative questions Variables Required 
Detail in which data 
measured 
Mentioned in 
Literature Review 
1. In my country the less powerful Opinion of respondent Likert scale from 
person in society accepts inequality regarding `power Strongly Agree to (Hofstede, 1991) 
in power and considers it normal' distance' dimension Strongly Disagree 
2. The culture in my country adopts 
strict codes of behaviour and a belief 
Opinion of respondent 
' 
Liked scale from 
in absolute truths' regarding 
`Uncertainty Strongly Agree to (Hofstede, 1991) 
avoidance' dimension Strongly Disagree 
3. 'In my country a person's allegiance Opinion of respondent Likert scale from 
is to his/her immediate family' regarding Individualism' Strongly Agree to (Hofstede, 1991) 
dimension Strongly Disagree 
4. In my country dominant cultural 
values emphasize a work ethic 
Opinion of respondent 
regarding 'Masculinity 
Likert scale from (Hofstede, 1991) 
expressed in terms of money, 
' 
and femininity' 
Strongly Agree to 
Strongly Disagree 
Hofstede, et al. 
(1993) 
achievement and recognition dimension , 
Research Question/Objective : Ilow does organizational culture affect the nature and extent of EIP 
Type of Research: Investigative to assess organizational culture and the collectivistic or individualistic nature of 
representation 
Investigative questions Variables Required Detail in which data 
Mentioned in 
measured Literature Review 
5. Do you have employees belonging 
to union(s) in your company? 
Is the unionised 
Less than half to more Beer et al. (1984) 
If yes, do you know approximately and d t to what extent ext ent 
than half, assessing the (Purcell, 1987), 
what proportion of employees are level of union activity 
(Leopold, 2002), 
members of the union? 
6. As far as you are aware, do you have 
Are committees used to 
employee representatives on represent employees 
committees in your company? 
If es, do you know approximately yes, 
What is the percentage of The percentage of 
(Purcell, 1987), 
(Leopold, 2002), 
what percentage of people represent representative to employee (Foot a Hook, 
committees? employees on employee representatives? 2005) (Markey, 2006) 
Are these representatives elected by 
employees? 
Level of autonomy of Y 
representatives 
7. In my company employees tend to Is there individualistic Likert scale from (Leopold, 2002), 
represent themselves in most representation within the Strongly Agree to (Purcell, 1987) 
circumstances company Strongly Disagree 
8. 'Managers in my company are very Is there a collectivist or Liked scale from from (Purcell 1987) ) good at keeping employees informed 
about changes to the way the 
individualist orientation 
in the em lo ment 
Strongly Agree 
, , (Pownl 187 , 
organization is being run' 
y p 
relationship 
Strongly Disagree (Farnham, 1994) 
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Research Question/Objective : How does organizational culture affect the nature and extent of EIP 
Type of Research: Investigative to assess organizational culture and the collectivistic or individualistic nature of 
representation 
Investigative questions Variables Required 
Detail in which data Mentioned in 
measured Literature Review 
9. 'Managers in my company are very Likert scale from (Purcell 1987) 
good at keeping employees informed 
' 
(as above) Strongly Agree to , , (Townley 1994) 
about changes in Staffing Strongly Disagree 
10. Managers in my company are very 
good at keeping employees informed Likert scale from (Purcell 1987) 
about changes in the way I do my 
' 
as above) Strongly Agree to , , (Townley 1994) job ? Strongly Disagree 
11. `Managers in my company are very 
good at keeping employees informed Likert scale from (Purcell 1987) about financial matters including 
budgets or profits'? 
as above) Strongly Agree to 
l 
, , (Townley 1994) 
Strong y Disagree 
12. `In my company the employment 
relationship is about more than just 
Is the economy planned 
Likert scale from 
Strongly Agree to (Godard, 2002) 
earning money'? or unplanned Strongly Disagree 
13. `In my company the employment Likert scale from 
relationship is a partnership of as above) Strongly Agree to (Godard, 2002) 
cooperation? Strongly Disagree 
Research Question/Objective: Are EIP in the Organization based on unitarist or collectivist philosophies 
Type of Research: Investigative to what extent EIP are based on unitarist or collectivist philosophies 
Investi ative uestions g9 Variables Required Detail in which Mentioned 
in 
Literature Literature 
data measured Review 
14. `In my company the level of 
involvement, participation and 
Provision of evidence for the levels of 
involvement, participation and 
Liked scale from (Tsiganoul991) 
empowerment employees feel is 
' 
empowerment employees' feel. 
Strongly Agree to 
Strongly Disagree 
(Purcell, 1987) 
very high 
15. `In my company the freedom 
offered to employees to make 
Evidence would support a leaning 
towards an individualistic (unitarist) or 
Likert scale from 
their own decisions is high' collective (pluralist) philosophy with 
Strongly Agree to 
Strongly Disagree 
(Purcell, 1987) 
regard to acceptable forms of EIP. 
16. `In my company the safety of the 
work environment is very 
Likert scale from (Poole et al 2001) 
important and employees are 
(ý above) Strongly Agree to , 
directly involved' Strongly Disagree 
17. `In my company the opportunity 
for training and development is Likert scale from 
very high and employees are as above) Strongly Agree to (Purcell, 1987) 
responsible for their self- Strongly Disagree 
development' 
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Research Question/Objective: Particular Forms of EIP most prevalent In the company 
Type of Research: Investigative employees preferred form of EIP 
Investigative questions Variables Required 
Detail In which 
data measured 
Mentioned in 
Literature Review 
18. Notice Boards are a helpful form of employee Likert scale from involvement practice in keeping you informed Downward Strongly er to 
(Kersley et al, 2005) 
about this workplace? communication Strongly Disagree 
19. E-Mails are a helpful form of employee Likert scale from involvement practice in keeping you informed 
about this workplace? as above) 
Strongly Agree to (UK Government Report, (2000) 
Strongly Disagree 
20. Workplace Intranet are a helpful form of Likert scale from employee involvement practice in keeping you as above) ( Strongly Agree to (UK Government informed about this workplace? Strongly Disagree p Re o 2000) 
21. Workplace news letter or magazines are a Likert scale from (Marchington and helpful form of employee involvement practice 
in keeping you informed about this workplace? as above) 
Strongly Agree to Wilkinson, 2000), 
Strongly Disagree (Storey, 2001) 
22. Team meetings between managers and 
employees area a helpful form of employee Upward Likert scale from (Glover, 2001), 
involvement practice in keeping you informed communication and Strongly Agree to (Marchington and 
about this workplace? Problem solving Strongly Disagree Wilkinson, 2004) 
23. Suggestion Schemes are a helpful form of Likert scale from (Marchington and employee involvement practice in the (as above) Strongly Agree to 2000). Wilkinson 
workplace? Strongly Disagree , 
24. Problem solving groups are a helpful form of Likert scale from (Millward et at, employee involvement practice in the (as above) Strongly Agree to 2005). 
workplace? Strongly Disagree 
25. Team working is a helpful form of employee Likert scale 
from (Marchington and 
involvement practice in the workplace? as above) Strongly Agree to Zagelmeyer 2005), 
Strongly Disagree (Geary, 2003) 
26. Union or other employee representative bodies 
are a helpful form of employee involvement Representative Likert scale from (Glover, 
2001), Guest 
practice in keeping you informed about this participation 
Strongly Agree to 
Strongly Disagree 
and Peccei (2001), 
(Storey, 2002), 
workplace? 
27. Individual conversations between a manager 
Individual Non- 
and his employee are a helpful form of 
Union participation 
(Internalisation of 
Likert scale from 
Strongly Agree to (Gollan, 2006) employee involvement practice in keeping you 
informed about this workplace? employment Strongly Disagree 
relations 
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Research Question/Objective: Employee attitudes to the need for change to EIP in their company 
Type of Research: Investigative how respondents feel about employee involvement and participation 
Investigative questions Variables Required 
Detail in which Mentioned in Literature 
data measured Review 
Addison and Belfield, (2000) 
28. Increased levels of employee Likert scale from 
Marchington and 
involvement and participation should Passion for change Strongly Agree to 
Zagelmeyer (2005), Price, 
be introduced at your company? Strongly Disagree (2004), , 
(Cox et al, 2006), 
(Owusu, 1999) 
29. The management of employees could Likert scale from (Gollan 2006) (Gill and be done in a way that focuses more on 
individuals? style Change in 
Strongly Agree to , , 
, 
2000) Grieger 
Strongly Disagree 
30. Management should allow workers to Likert scale from 
participate and become more involved Greater involvement in Strongly Agree to (Holman et al (2003) 
in the decision-making process? decision making Strongly Disagree 
31. Greater participation by employees will 
result in improved satisfaction and 
Involvement leads to Likert scale from (Keep, 2000,2002) Ashton 
morale and as a consequence increase greater commitment Strongly Agree to and Sung, 2002) 
performance and improved Strongly Disagree 
performance 
32. There is a need to change the existing Likert scale from 
(Gollan, 2001), (Guest and 
employee involvement practice within Change existing forms Strongly Agree to (2001), (200 al, Ma), 
Poole 
2000t 6) arkey ( the company? of EIP Strongly Disagree ,, , H (Harley et a], , 200 2005) 
33. A change to the existing employee Likert scale from 
(Gollan, 2001), (Kumar 
involvement practice could make work Effects of such a Strongly Agree to 
1995), (Fenton O'Creevy and 
(Wilkinson Nicholson 1994) life more meaningful and satisfying? change Strongly Disagree , 
et al. 1994) 
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As a result of the literature reviewed a number of authors were referred to in the 
construction and design of the data collection tools, (SEE DATA REQUIREMENTS 
TABLE 3.2). The first group of questions from 1 to 4 related to national cultural 
differences and were based on the work of Hofstede, see (Section 2.3.1 Page 40 The 
Concept of National Culture). In the group of questions numbered from 5 to 13 in the 
questionnaire the intention was to assess organizational culture and the collectivistic or 
individualistic nature of employee relations within each company. It was felt that the 
existence of collective workplace partnerships; works councils, employee representative 
committees; traditional work based unions or more individualised forms or concepts of 
giving employees a voice would indicate the direct or indirect technique in use for the 
employment relationship within an organization. This relationship could be strongly 
influenced not only by the organizational culture, but also the national culture as well as 
the particular kind of management style that the organizational structure promotes. This 
relationship in turn would affect not only the level of involvement and participation 
employees were allowed but also the organizations policies on health and safety and 
training and development. These questions were asked in order to establish the 
relationship that existed, if any, between organizational culture, the nation's culture and 
the forms of EIP in general use. It was a deliberate intention to survey respondents in 
the UK and Libyan public and private sectors about their preferences regarding forms of 
employee involvement and participation. As well as asking them to indicate the level of 
involvement participation and involvement they felt they had within the organization. 
Therefore employees' preferred form of EIP was investigated in the next group of 
questions from 14 to 23 and their opinion on the level of involvement they felt was 
investigated in questions 24 to 27. The work of many researchers was reviewed in the 
literature all were influential in the formulation of these questions. In the final group of 
questions from 28 to 33 employee's general attitudes to the need for change to EIP in 
their company is assessed. Authors work reviewed to construct these questions 
included; Mabey et al, (1998); Owusu, (1999); McKenna and Beech, (2002); Edwards, 
(2004); Price, (2004); Cox et al, (2006); Brown and Cregan, (2008). These authors work 
investigated the emergence of a more participatory attitude and style of management, 
where managers at every level were the driving force in defining organizational 
evolution, and must be willing to inform and listen to the workforce, as well as be 
prepared to negotiate with their representatives; essentially they must motivate the 
workforce to accept change., McKenna and Beech (2002) where concerned with 
organizational culture and its effect on human resource management in their book 
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while, (Edwards 2004) highlighted the pressure being brought to bear on organizations 
internationally to restructure in the face of increasing global competition and Price 
(2004) pointed out the difficult in trying to identify a universally acceptable definition 
of HRM. Writers like, Cox et al, (2006) believe that providing employees with 
information about the company's performance by involving them and letting them 
participate in decision-making will be of benefit to all concerned. The use of teams and 
the introduction of employee involvement in decision making can represent a significant 
change in the way decisions are made in many organizations, according to, Brown and 
Cregan (2008). Therefore an objective of this study was to discover if this would this be 
the case in the forms of EIP allowed in UK and Libyan public or private sector 
companies. The interview questions were also designed from information gathered 
during the review of the literature. During the interview the researcher had a list of 
semi-structured themes and questions to be covered but additional questions could be 
asked to further explore the research question and objectives given the nature of events 
within a particular organization. The nature of the questions asked and the ensuing 
discussion meant that the data had to be recorded by note-taking, and tape-recording of 
the conversation. 
The survey strategy for this research made use of multiple sources of evidence by 
employing questionnaires to carry out a census of opinion from employees, post survey 
documents were initially sent out to introduce the researcher and the research topic to 
suitable candidate companies, (see Appendix Five). Additionally face to face interviews 
were the preferred form of data collection from managers in order to ascertain 
convergence with the facts and findings from the questionnaires. Both of these data 
collection tools, first of all had to be designed and tested. 
3.3.3 Design of the Data Collection Tools 
The research design and data collection phases of any research are very important, 
(Marchington and Wilkinson, 2002) in both the positivist and relativist research 
positions. This is mainly due to the fact that it is assumed there is a reality which exists 
independently of the observer, and hence the job of the scientist is merely to identify 
this pre-existing reality. From the positivist perspective "this is most readily achieved 
through the design of experiments in which key factors are measured precisely in order 
to test predetermined hypotheses, (Easterby-Smith et al., 2002). However in the 
relativist position, there is an assumed difficulty of gaining direct access to `reality' 
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which means that multiple sources of evidence will be required, both through 
`triangulation' of methods and through surveying viewpoints and experiences of large 
samples of individuals. Even so, it is only a matter of probability that the views 
collected will provide an accurate indication of the underlying situation, (Easterby- 
Smith et al., 2002). 
In this research a pilot questionnaire was initially designed (see Appendix One) and was 
split into five main sections and a5 point Likert scale was used to gauge respondents' 
level of agreement with the statement, ranging from strongly agree to strongly disagree. 
The questionnaire for this research was distributed to both Arabic and English speaking 
countries, but was first developed in English. The English was translated into the Arabic 
language before distribution in Libya. The main objective of the translation procedure 
was to enhance translation equivalence. Translation equivalence is defined as the 
demonstration that two individuals from different countries with the same values 
regarding a particular variable will score at the same level on the same test. This has 
also been called metric equivalence, (Malhotra, 2003). At a later stage the Arabic 
translation of the questionnaire was then translated back into English this process was 
carried out with great care because a word or expression can have a number of 
meanings, which might influence the perception of intended meaning. As a general 
rule Arabic tends to be more explicit than English meaning what is implicit in English 
often has to be spelled out in Arabic, Emery, (1987). This raised certain risks in 
translation of the questionnaire as well as with the re-translation of interview answers. 
Careful attention was given to both of these tasks and the advice of other individuals 
were sought to ensure miniscule levels of degradation. 
The questionnaire and the interview schedules tested are in (Appendices, marked as 
Appendix One (Pilot) Employees Questionnaire, Appendix Two (Pilot) Management 
Interview schedule. It was apparent from the work of, (Silverman, 2006) that in 
evaluating research, whether quantitative or qualitative the investigator needs to answer 
the research questions set. Any investigators interpretation of data collected must be 
"persuasive, and plausible, reasonable and convincing", (Silverman, 2006, p. 271). This 
research is important and contributes to existing research and the general level of 
knowledge, the methodology is rigorous and incorporate acceptable analysis. In order to 
ensure this, it was necessary to test these data collection tools before employing them in 
the field. 
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3.3.4 Pilot Test of Reliability to Establish Validity 
A small-scale version of the real research was carried out so that its feasibility could be 
checked, (Robson, 2002). A pilot test was conducted to help refine the data collection 
plans with respect to both the content of the data and the procedures to be followed. A 
`pre-test' was conducted as a formal `dress rehearsal' in which the data collection plan 
was followed as faithfully as possible, item analysis was also carried out to address 
response bias. The piloting was carried out to ensure that each of the research 
instruments functioned well, this was particularly crucial in relation to the self- 
completion questionnaire, since there would be no interviewer present to clear up any 
confusion. Also, in interviews, persistent problems could emerge after a few interviews 
had been carried out and the pilots allowed these to be addressed. The research report 
distributed 20 pilot questionnaire forms 10 were distributed to public sector company's 
employees and to a private sector company's employees to complete the pre-test of the 
study tool. When the test version of the questionnaire was collected the comments made 
by respondents were taken into careful consideration (see Appendix One). A number of 
test respondents had some difficulty understanding the word `allegiance' in question 
three and others felt the same about the word autonomy in question fifteen. In the 
revised questionnaire the word `loyalty' is used instead of allegiance in question three 
and question fifteen was amended to `In my company the freedom offered to employees 
to make their own decisions is high'. This replaced the earlier version and cleared up the 
misunderstanding of the word autonomy. The tested respondents were happy with the 
content of the interview schedule which indicated face value validity. This face validity 
is established by, assuming what looks reasonable and is a simple form of construct 
validity, which, (Robson, 2002) believes has no easy, single, way of being determined. 
3.3.5. Pilot Interviews 
The pilot interviews with managers (see Appendix Two) were carried out to 
investigative how they felt about the EIP prevalent within their culture, organization and 
sector. Additionally they were questioned regarding the particular type of economy in 
which their organization operated. Face to face interviews were the preferred form of 
data collection from managers (SEE DATA REQUIREMENTS TABLE 3.3). 
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Table 3.3 Data requirements Interview Schedule 
Research Question/Objective: Managers Interviews 
Type of Research: Investigative how managers feel about the main factors concerning the research 
Investigative questions Variables Required 
Detail in which 
data measured 
Mentioned in 
Literature Review 
1. To what extent do you feel the existing (Edwards, 2003), 
employment relationship in your company Managers view of the existing Recorded (Leopold et al., allows employees to act autonomously? employment relationship response 2002) 
2. To what extent do you feel employees in the Recorded Edwards, 
2003), 
company are given every opportunity for self (As above) response 
Leopold et al., 
development? (2002) 
3. To what extent do feel health and safety is an Edwards, 2003), 
important issue in your company? Leopold et al., 
(2002) 4. To what extent do you feel your particular 
management style promotes communication 
directly with employees, rather than through 
Managers view of their Recorded (Townley 1994) 
employee representative channels? particular management style response 
5. In your opinion does communicating directly 
with employees promote a commonality of Managers view of direct Recorded (Townley 1994) interests between employee and methods of communicating with 
organization? employees 
response 
6. Is your organization state-owned? Is the organization working in Recorded (Peng and Heath, 
planned economy response 1996) 
7. Do you have discretion to acquire and 
Is the organization working in (Peng and Heath, 
allocate resources? planned economy 1996) 
8. Does your organization have substantial 
discretion over the allocation of its Is the organization working in (Peng and Heath, 
resources? planned economy 1996) 
9. Does your organization have substantial 
discretion over the formulation and 
Is the organization working in Recorded (Peng and Heath, 
implementation of its competitive strategies? market oriented economy response 
1996 
10. In your country is there central economic 
Is the organization working in Recorded (Peng and Heath, 
planning and bureaucratic control? planned or market oriented response 1996 economy 
11. In your country how do companies raise finance 
Is the organization working in 
planned or market oriented 
Recorded P12 (Peng and 
to provide operating funds? economy response 
Heath, 1996 
12. In your country do the established institutions Is the organization working in a Recorded (Godard, 2002) 
facilitate or constrain markets? liberal market economy response 
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Detail in which 
Mentioned in 
Investigative questions Variables Required data measured 
Literature 
Review 
13. Does your organization operate in the public ----------- 
Recorded 
or private sector? 
response 
(Glover, 2001), 
14. Do you have policy of union recognition in Is there representative Recorded Guest and Peccei 
your company? participation in the company response (2001), (Storey, 
2002), 
15. Which of the following forms of employee Recorded involvement and participation do you feel Managers view of forms of EIP See refs above 
works best and Why? response 
16. Do you feel that increased levels of employee Recorded involvement and participation should be Change existing forms of EIP See refs above 
introduced at your company? 
response 
17. Do you think that management in your 
company should allow workers to participate (As above) 
Recorded See refs above and become more involved in the decision- response 
making process? 18. Do you think a change to the existing 
employee involvement practice could make Effects of such a change 
Recorded See refs above work life more meaningful and satisfying for response 
workers? 
89 
Question 1 to the managers was developed with the direct intention of highlighting their 
views on the freedom offered to employees, in their own organization and sector. The 
organizational culture and corporate governance which exists and the degree to which 
these contribute to the degree of autonomy employees have within a company are of 
importance. It was also important to investigate the emphasis placed on health and 
safety of employees in the work environment and the opportunities employees are given 
for self development as well as involvement in decision making by the organizational 
culture and method of corporate governance. Therefore in questions 2 and 3 of the 
interview managers were asked directly about the importance of these factors in their 
company. In questions 4 and 5 the intention was to investigate how managers within 
these organizations deal with both the individual employee and collective representation 
and their effects on the employment relationship Leopold et al., (2002); and Edwards, 
(2003). Therefore they were asked to comment on their own particular management 
style, as well as offering their opinion on the effect of more direct methods of 
communicating with employees following the work of Townley, (1994) on this topic. 
These questions were also relevant as at its heart the psychological contract relates to 
fairness, trust and the "delivery of the deal". Fairness stems from factors such as the 
sense of equity which exists, and the extent to which people are valued and rewarded for 
their contribution, (Flood et al., 2001). 
The review of the literature revealed that there has been a trend in the West, towards 
transforming the corporate governance of companies. Therefore the work of Walton, 
(1985); Guest, (1987); Huselid, (1995); Legge, (1995); Ichniowski et al., (1996); 
Pfeffer, (1998); Stoney and Winstanley, (2001); Wilkinson (2003); Buck and Shahrim, 
(2005); Konzelmann et al., (2006); Letza et al., (2008) and Uddin and Choudhury, 
(2008) was reviewed and used to design questions 6 to 13 in the interview relating to 
the nature of their countries economy as well as the type of corporate governance under 
which they must work and the form of employee representation which exists. In the 
final group of questions to managers, from 15 to 18 they are asked to comment on the 
EIP that takes place in their company, they are also asked for their views on the need for 
any change in their company's present practices and the effects that may come about as 
a result of any such change. The literature reviewed showed that in the developed 
countries of the West, such as the UK, there is a difference between public and private 
enterprises in their propensity to use the various forms of EIP, for example autonomous 
team working as an employee involvement practice. The UK and Libyan public and 
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private sector companies sampled for this research were selected for two important 
reasons. In Libya approaches were made to companies, in both sectors where a member 
of management was known personally or when a referral was forthcoming from a third 
party. In the UK a list of companies in both sectors was drawn up and numerous letters 
of introduction were dispatched to request their participation. An identified population 
of people was selected and as far as possible procedures were devised to allow the 
sample taken to act as census and reflect the characteristics of the whole population in 
the company. The questionnaire was designed and distributed to participants, the data 
collected allowed the study of respondent's attitudes in their context and its design 
ensured reliability. 
Reliability concerns repeatability and consistency of measurement, which describe the 
degree to which measures are free from error and therefore yield consistent results. It 
also refers to the scales internal consistency and this internal reliability is particularly 
important when multiple item scales are used. The level of reliability of scales raises the 
question of whether each scale is measuring a single idea and hence whether the items 
that forms the scales are internally consistent (Bryman and Cramer, 1997). A test of 
internal reliability known as Cronbach's Alpha (Bryman 2001) which essentially 
calculates the average of all possible split-half reliability coefficients was used. A 
computed alpha coefficient will vary between 1 (denoting perfect internal reliability) 
and 0 (denoting no internal reliability). The figure 0.70 is typically employed as a rule 
of thumb to denote an acceptable level of internal reliability though many writers accept 
a slightly lower figure, and there are occasions when alpha scores can be very high 0.92 
and 0.90, (see Katou and Budhwar, 2006). The Cronbach Alpha test of reliability 
scores from the initial testing of the questionnaires produced extremely high alpha 
scores of 0.935 and 0.966 respectively for all items. These scores are both above the 
upper limit for independent alpha scores and raised questions about the extent to which 
these scales can correlate with other variables. The results from the questionnaire in the 
UK showed there were high alpha scores of 0.918 and 0.908 respectively, this meant 
that certain measures appeared to be redundant with multiple items measuring the same 
variable therefore some questions were deleted for the analysis of the questionnaire (see 
section 4.3.5). The review of the literature revealed that there are several ways of 
establishing validity including face validity and convergent validity as well as construct 
validity. Construct validity refers to the extent to which, variables accurately measure 
the constructs of interest, (Williams, 2003). It is the most valuable type of validity and 
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the most difficult way of assessing a survey instrument. However content validity is 
often seen as a way in which construct validity can be improved, this relies on asking 
various relevant people to assess a measure, (Williams, 2003). In an effort to achieve 
both construct and content validity for this research data triangulation of the collection 
techniques and their pre-testing, to allow relevant people to comment on them was 
carried out. Establishing validity was very important to convince others, not just of the 
validity, but also the significance of the research findings as well as the replicability of 
the study. The process of analysing the qualitative data collected and ensuring its 
reliability, validity and generalisability are considered further in section 3.3.4. 
3.3.6. Revised Questionnaire and Interview Schedule 
The initial Cronbach Alpha scores showed that the items within the questionnaire 
correlate highly with each other and the overall scale correlation, thereby indicating that 
they were essentially measuring the same construct. This discovery was made after the 
survey was completed and as result of this it was decided to reduce the number of items 
in order to reduce the number of constructs being scaled. Appendix Three Employees 
Questionnaire and Appendix Four Management Interview schedule are the revised 
versions of the data collection tools. In an effort to establish greater reliability it was 
necessary to eliminate some redundant duplicating items. Questions 22,23,24 and 31 
were deleted from the questionnaire as it was considered that they were merely 
measuring the same attitudes. The main concern was to decrease the alpha score to less 
than 0.95. 
Table (3.3.6.1 Libya) 
Findings of alpha reliability test for questions related to national culture 
Question 
Group 
Scale Mean if 
Item Deleted 
Scale Variance if 
Item Deleted 
Corrected Item-Total 
Correlation 
Squared Multiple 
Correlation 
Cronbach's Alpha if 
Item Deleted 
Q1 9.85 11.40 0.81 0.91 0.85 
Q2 9.20 13.64 0.88 0.92 0.83 
Q3 9.25 13.14 0.87 0.76 0.83 
Q4 9.35 14.66 0.57 0.48 0.93 
Cronbach's Alpha 0.894 
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In Table 3.3.6.1 Libya the highest alpha score is 0.93 as this and all the other scores are 
less than 0.95 this indicates an acceptable level of internal reliability for these items. In 
Table 3.3.6.2 Libya there are no alpha scores greater than 0.80 and this result also 
indicates an acceptable level of internal reliability. 
Table (3.3.6.2 Libya) 
Findings of alpha reliability test of the questions related to involvement and the 
employment relationship in the company 
Question 
Group 
Scale Mean if 
Item Deleted 
Scale Variance if 
Item Deleted 
Corrected Item-Total 
Correlation 
Squared Multiple 
Correlation 
Cronbach's Alpha if 
Item Deleted 
Q5. a 24.06 30.33 -0.04 0.82 0.80 
Q5. b 22.94 25.26 0.52 0.84 0.76 
Q6. a 24.19 I_.. 30.30 -0.04 0.95 0.80 
Q6. b 23.94 25.26 0.52 0.94 0.76 
Q6. c 24.38 27.98 0.40 0.69 0.78 
Q7 24.38 27.18 0.20 1.00 
_! I 0.80 
Q8 23.13 21.18 0.86 1.00 0.72 
Q9 23.31 25.96 0.39 0.79 0.78 
Q10 23.00 24.00 0.67 0.94 0.75 
Q11 23.88 28.25 0.17 1 0.96 0.80 
Q 12 23.00 20.93 0.85 1.00 0.72 
Q13 23.06 25.13 0.45 { 0.91 0.77 
Cronbach's Alpha 0.787 
Table (3.3.6.3 Libya) 
Findings of alpha reliability test and of the questions related to involvement and 
participation of the staff 
Question 
Group 
Scale Mean if Item 
Deleted 
Scale Variance if 
Item Deleted 
Corrected Item-Total 
Correlation 
Squared Multiple 
Correlation 
Cronbach's Alpha if 
Item Deleted 
Q14 9.05 8.26 0.44 0.34 0.82 
Q15 9.10 7.46 0.89 0.85 0.65 
Q16 9.00 7.37 0.49 0.62 0.82 
Q17 9.00 6.11 0.74 0.75 0.67 
Cronbach's Alpha 0.797 
Although the figure 0.70 is typically seen to denote the lower end of the reliability scale 
as can be seen from the results in Table 3.3.6.3 Libya there were in fact two scores from 
the credibility test of less than 0.70 returned. These low scores were returned for Q15 
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and Q17 in the questionnaire the first regarding `the freedom offered to employees to 
make their own decisions' and the next regarding `the opportunity for training and 
development'. 
Table (3.3.6.4 Libya) 
Findings of alpha reliability test of questions related to the preferable form of EIP 
Question 
Group 
Scale Mean if 
Item Deleted 
Scale Variance if 
Item Deleted 
Corrected Item-Total 
Correlation 
Squared Multiple 
Correlation 
Cronbach's Alpha if 
Item Deleted 
Q 18 18.90 34.83 0.89 0.90 0.84 
Q 19 19.35 I 34.77 
ý. -. 
0.69 0.82 0.86 
Q20 19.20 I 29.01 0.85 0.79 0.84 
Q21 18.75 34.09 0.88 0.86 0.84 
Q22 18.85 40.45 0.50 0.52 0.88 
Q23 19.20 36.80 0.87 0.89 0.85 
Q24 19,85 42.98 0.20 0.41 0.92 
Cronbach's Alpha 0.883 
In every question the alpha scores presented in Table 3.3.6.4 Libya are less than 0.95 
this indicates an acceptable level of internal reliability for these items. As can be seen 
from the results in Table 3.3.6.5 Libya there is also an acceptable level of internal 
reliability for every item. 
Table (3.3.6.5 Libya) 
Findings of alpha reliability test of in EIP and Y questions related to the required changes 
probable effects 
Question 
Group 
Scale Mean if 
Item Deleted 
Scale Variance if 
Item Deleted 
Corrected Item-Total 
Correlation 
Squared Multiple 
Correlation 
Cronbach's Alpha if 
Item Deleted 
Q25 12.95 23.63 I 0.64 0.64 0.89 
Q26 13.25 25.04 0.72 0.55 I 0.88 
Q27 13.00 23.79 I 0.69 0.61 0.88 
Q28 13.05 22.47 I 0.90 0.91 0.84 
Q29 12.95 17.52 0.84 0.90 0.85 
Cronbach'sAlpha I 0.892 
When the test was run on the data collected from UK respondents as can be seen in 
Tables 3.3.6.1 UK to Table 3.3.6.5 UK presented below, scores of less than 0.90 have 
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now been achieved in some areas indicating an acceptable level of reliability for those 
questions. All of the results shown in Table 3.3.6.1 UK are within the necessary limits 
and indicate an acceptable level of internal reliability. In Table 3.3.6.2 UK, however the 
results presented show an Alpha score above 0.90 while in Table 3.3.6.3 UK, the 
indicated Alpha score of less than 0.90 now indicates an acceptable level of reliability. 
In Tables 3.3.6.4 UK and 3.3.6.5 UK there are similar results evident as the Alpha 
scores recorded are less than 0.90. 
Table (3.3.6.1 UK) 
Findings of alpha reliability test for questions related to national culture 
Question 
Group 
Scale Mean if 
Item Deleted 
Scale Variance if 
Item Deleted 
Corrected Item-Total 
Correlation 
Squared Multiple 
Correlation 
Cronbach's Alpha if 
Item Deleted 
Q1 11.85 4.03 0.64 0.54 0.84 i 
Q2 12.45 I 3.31 0.77 0.76 0.79 
Q3 11.40 4.15 0.76 0.74 0.79 
Q4 11.25 4.72 0.69 0.57 0.83 
Cronbach's Alpha 0.854 
Table (3.3.6.2 UK) 
Findings of alpha reliability test of the questions related to involvement and the 
employment relationship in the company 
Question Scale Mean if Item Scale Variance if Corrected Item-Total Squared Multiple Cronbach's Alpha if 
Group Deleted Item Deleted Correlation Correlation Item Deleted 
Q5. a 32.40 44.99 0.61 0.94 0.90 
Q5. b 32.75 36.62 _. I 0.66 0.88 0.91 
Q6. a 32.30 44.64 0.69 0.95 0.90 
Q6. b 32.45 32.05 0.84 0.92 0.90 
Q6. c 32.35 44.03 0.77 0.92 0.90 
Q7 29.95 43.21 0.80 0.88 0.90 
Q8 30.15 I 41.08 0.79 0.94 0.89 
Q9 ] 30.15 42.13 0.75 0.95 0.90 
Q1030.50 41.21 0.78 0.89 0.89 
Q11 30.50 41.63 0,67 I 0.81 0.90 
Q12 29.95 45.94 0.41 0.91 0.91 
Q13 30.00 44.95 0.62 0.87 0.90 
Cronbach's Alpha 0.908 
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Table (3.3.6.3 UK) 
Findings of alpha reliability test and of the questions related to involvement and 
participation of the staff 
Question 
Group 
Scale Mean if 
Item Deleted 
Scale Variance if 
Item Deleted 
Corrected Item-Total 
Correlation 
Squared Multiple 
Correlation 
Cronbach's Alpha if 
Item Deleted 
Q14 11.50 1.84 0.72 0.66 0.76 
Q15 11.60 2.57 0.77 0.66 0.71 
Q16 10.85 3.19 0.44 0.30 0.84 
Q17 10.90 2.83 0.74 0.56 0.74 
Cronbach's Alpha 0.815 
Table (3.3.6.4 UK) 
Findings of alpha reliability test of questions related to the preferable form of EIP 
Question Scale Mean if Scale Variance if Corrected Item-Total Squared Multiple Cronbach's Alpha if 
Group Item Deleted Item Deleted Correlation Correlation Item Deleted 
Q18 25.45 8.37 0.67 0.76 0.83 
Q19 25.20 8.38 0.46 0.35 0.86 
Q20 25.50 7.74 0.66 0.85 0.83 
J 
Q21 25.75 . I 8.41 0.50 0.42 0.85 
Q22 25.40 7.09 0.70 0.84 0.83 
Q23 25.50 7.84 0.75 0.82 0.82 
Q24 25.10 8.31 0.71 0.51 0.83 
Cronbach's Alpha 0.857 
Table (3.3.6.5 UK) 
Findings of alpha reliability test of questions related to the required changes in EIP and 
probable effects 
Question 
Group 
Scale Mean if 
Item Deleted 
Scale Variance if 
Item Deleted 
Corrected Item-Total 
Correlation 
Squared Multiple 
Correlation 
Cronbach's Alpha if 
Item Deleted 
Q25 16.85 4.87 0.86 0.86 J 0.82 
Q26 16.95 4.68 I 0.84 0.85 0.82 
ma 
Q27 16.80 5.01 0.75 0.66 I 0.85 
Q28 16.15 6.56 0.35 0.14 0.93 
Q29 16.45 5.10 0.79 0.67 0.84 
Cronbach's Alpha 0.881 
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3.3.7. Sampling Technique (Purposive) 
Although surveys are useful and powerful in finding answers to research questions 
through data collection and subsequent analyses, (Sekaran, 2003) they can do more 
harm than good if the population to be questioned is not correctly targeted. The 
sampling for this survey was all about finding a group to survey, which matched the 
population under investigation so that valid generalisations could be made on the basis 
of the sample. The samples were drawn from a wide range of companies and 
organizations which although not constituting a truly representative sample were in total 
broadly indicative of the range of organizational types of interest. Not constituting a 
random sample, does of course, limit the generalizability of the findings. This limitation 
is taken into account in the discussion. In this research managers and employees of the 
companies were selected and surveyed based purely on availability and access. The 
sampling technique for this research was a `purposive' one of which there are two main 
types, judgment sampling and quota sampling, (Sekaran, 2003). This research employs 
the second type to ensure that that certain groups are adequately represented in the study 
through the assignment of a quota. The fixed quota for each subgroup was based on the 
total numbers of each group in the population unfortunately since this is a non- 
probability sampling plan the results are -not generalisable to the population. This 
sampling technique is a form of proportionate stratified sampling, where a 
predetermined proportion of people were sampled on a convenience basis. The 
researcher actively used a purposive sample rather than a random one, in order to 
question groups in particular countries and companies, where the processes being 
investigated, are actually occurring, (Denzin and Lincoln, 1994). 
3.4 Cases Surveyed, Sample Size and Level of Response 
The main objective of this research was to investigate the attitudes of similar groups of 
employees and managers toward EIP this required the selection of a purposive sample 
of both of these from each organization in the study. The study in the field in Libya 
started on 15/08/2008 and finished on 15/12/2008 then the coding and analysis of the 
data using the statistical software package SPSS took place. The initial action of the 
field study period was contacting Libyan companies in the public and private sector and 
arranging with a number of companies by phone an interview with a manager and 
permission to distribute the questionnaires in several cities in Libya. The Libyan survey 
was carried out at companies in the cities of Bani Walid, Tripoli, Misurata, Terhana as 
this research had personal contacts in a number of companies in those areas. The first 
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company to be surveyed however was the research report's own employer the General 
Electric Company where while being employed as Director of Human Resources 
Management contact had been made with a number of managers and supervisors who 
helped in the distribution and collection of questionnaires. The field study in the UK 
was begun on the 15/01/2009. There was tremendous difficulty acquiring companies 
willing to participate even though more than 500 letters were sent out and more than 
500 faxes and e-mail distributed. The lack of response from UK companies meant 
limiting the survey to the much more local area, and conducting the research within 
individual departments of large organizations particularly in the public sector sample. 
The first department surveyed was the University of Gloucestershire (Library) on the 
27/02/2009 and data collection ended on 08/06/2009. 
However although it was intention of the researcher to sample the same number in the 
UK and Libya, it became clear very early on in the research that UK based 
organizations were unwilling to participate. There are perhaps many reasons for this, not 
least the cultural distance of the researcher from UK organizations. It was also due to 
limitation of time, as well as ease of access to willing participants. On the other hand, 
the researcher's range of contacts in Libya to large organizations through previous 
experience and extended networks, worked in the opposite direction: access was readily 
obtained and, despite some concerns noted below, large numbers of questionnaires 
returned. These differences gave rise to major imbalances in the obtained sample sizes. 
The researcher at this stage questioned the validity of the research sample sizes; 
however, it could be argued very few investigations are of equal numbers, particularly 
when conducting a quantitative strategy. According Mason, (2001, p. 93-102) these 
differences do not necessarily make the research invalid. Despite the (relatively) small 
number of UK responses, the sample size was large enough to present potential for 
analysis., and was therefore included in the study. The problem of different group sizes 
can result in the confounding of results. However this is usually a problem in 
experimental work where group sizes are relatively low to begin with. Where sizes are 
larger, then the use of unweighted means analysis is a "very good approximation in all 
but extreme cases' (http: //onlinestatbook. com/chapterl3/unequal. html). 
In order to ensure a high response rate a request was made to attend departmental 
meetings with all members of staff to introduce the study and distribute the 
questionnaires to at least 20% of employees within each department. Unfortunately 
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some of these managers took it upon themselves to distribute questionnaires, on the 
research report's behalf. It was always the research report's intention to introduce the 
research topic to all employees and motivate the respondents to offer their frank 
answers, (Sekaran, 2003). However in a number of companies this introduction and 
instruction took place, but in others, as has already been pointed out, it was the 
managers' who carried out this role. This fact could have affected the sampling frame, 
as control of the distribution was lost, and may have led to some unintended bias being 
introduced. Employees were clearly informed of the nature and importance of the 
research and the efforts which had been taken to ensure respondent anonymity. The 
respondents were also made aware that in each department the questionnaire would be 
found in a particular location and that they should feel free to complete, it if they felt 
they wished to do so. The nature of the distribution allowed a census of employee 
opinion to be collected and a quasi-random sample to be questioned. 
Enough questionnaires were distributed for 20% of all employees in each organization 
to complete one; this was done not only to ensure sufficient numbers of copies were 
available, but also to ensure that at least 10% of all employees in each organization 
would respond to the study. Questionnaires were available to employees for the duration 
of the survey period so that only those who were long term sick or on extended leave 
were unable to participate. The researcher visited each of the surveyed organizations on 
a regular basis throughout the survey period to retrieve completed questionnaires and 
only ceased to return when sufficient numbers had been collected to ensure a reasonable 
response rate. Responses from ALL UK employees were to be compared with the 
responses from ALL Libyan employees. Next the responses of ALL of those employed 
in the public sector were compared with employees in the private sector. Finally 
comparisons were made between UK public sector employees (UKPUS), UK private 
sector employees (UKPS), Libyan public sector employees (LPUS) and Libyan private 
sector employees (LPS). 
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Figure 3.4.1 Tests of differences 
In Tables 3.4 1 LPUS and 3.4.2 LPS below the population of each company is presented 
as is the size of the sample taken from them. The typical establishment of the public 
sector companies approached to take part in the study had sufficient workers employed 
there from which to gain a reasonable sample. At all seven of these companies the 
researcher was able to distribute enough questionnaires in order that at least 10% of the 
entire organizational population could take part it was hoped that a reasonable number 
would be returned on time and completed. This was also the intention at the seven 
private companies which were approached. 
Table (3.4.1 LPUS) Libyan Public Sector Companies Sampled 
Population Questionnaires Questionnaires I 
Company Response Rate% 
Distributed Collected 
Tripoli Medical Centre (Tripoli) 
_I 
3800 750 470 63 
General Post Services Company (Tripoli) 3850 700 4944 71 
- -- - -- ----- - 
General Electricity Company (Tripoli) 8900 2500 1008 41 
Institution Local Bank (Misurata) 250km 3450 600 487 82 __--ý 
National Oil Institution (Tripoli) 4500 800 I 595 75 
Social Services (Terana) 80km 3480 I 750 I 489 66 
- -- -- -- --- 
Public Construction Company (Misurata) 250km 3440 650 I 457 71 
Total 31420 6750 4000___ 60 
Distances mentioned are from home base in Tripoli 
Response rate is calculated as factor of the questionnaires distributed and those collected 
At the Tripoli Medical Centre there are 3800 employees 750 questionnaires were made 
available for completion and a sample of 20% was achieved as 470 employees returned 
their forms this is a response rate of 63%. Similar numbers are employed at the General 
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Post Services Company, 700 questionnaires were made available, 494 were completed a 
19% response rate. The response rate of 41% at the General Electricity Company was 
the lowest as here, although there are 8900 employees and 2500 questionnaires were 
made available for completion, only 1008 were actually returned this is however the 
largest sample collected at 29%. The highest response rate of 82% was achieved at the 
Institution Local Bank, the population numbers 3450 and 600 questionnaires were made 
available, 487 employees completed and returned their questionnaire. The next highest 
response rate was at the National Oil Institution of the 800 questionnaires made 
available in order to achieve a reasonable sample of the 4500 working population, 595 
were returned this is a response rate of 75% and an acceptable sample size of 18%. At 
both the Social Services and the Public Construction Company there are similar 
numbers of employees, similar questionnaires were made available and similar response 
rates of 66% and 71% and sample sizes of 22% and 19% were achieved. There are 
relatively few privately owned companies in Libya at the moment, and serious 
consideration was given to those chosen, with particular regard being given to the 
numbers of employees and managers working at each. The fixed quota system imposed 
was based on the total numbers of each group in the population a predetermined 
acceptable level of responses were anticipated. As soon as this number was reached the 
survey was halted. 
Table (3.4.2 LPS) Libyan Private Sector Companies Sampled 
Company Population Company Population Questionnaires 
Distributed 
J Questionnaires 
Collected I 
Response 
Rate% 
Factory of Paint (Tripoli) 2355 500 ( 296 
J0 
60 
Company for Consultancy and Training (Tripoli) I 1850 550 I 240 44 
Factory of Wool (Bani-walid) 180km 3540 650 I 448 69 
Health Services Company (Rani-walid)1801: m 1970 
I 
500 248 50 
Road and Bridge Company (Tripoli) 1980 500 240 48 
Water Refining Company (Bani-walid) 180km I 1920 550 I 240 44 
University of Seven October (Misurata) 250km 
Total 
2450 700 288 42 
I 16065 
3950 2000 51 
Distances mentioned are from home base in Tripoli 
Response rate is calculated as factor of the questionnaires distributed and those collected 
As can be seen from Table 3.4.2 LPS the Factory of Wool had the largest population of 
employees, with 3540 people working their. In order to achieve reasonable sample size 
650 questionnaires were made available and 448 were completed and returned, this is a 
response rate of 69% and a sample size of 19%. The next most populated private 
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organization to be studied was the University of Seven October here there are 2450 
employees, 700 questionnaires were made available here, but only 288 were completed 
and returned which means that although the sample size achieved was the largest at 29% 
the response rate was the lowest at only 42%. At the Factory of Paint there are 2355 
employees, 500 questionnaires were made available and 296 were returned, which 
meant a response rate of 60% was achieved as was a sample size of 22%. Although this 
sample size is acceptable as is the response rate the largest sample size was achieved at 
the Company for Consultancy and training, here there are 1850 employees of which 
30% or 550 who took the time to complete and return the questionnaire however the 
overall response rate of 44% was disappointing especially in a company of this type. 
The Health Services Company, the Road and Bridge Company and the Water 
Refining Company all have similar numbers of employee working for them. The 
research report intended to achieve similar sample sizes by making similar numbers of 
questionnaires available at each company. 
Eventually 500 questionnaires were distributed at each of these companies, but the 
manager at the Water Refining Company requested a further 50 be delivered. This 
request did not affect the response rate from this company which at 44% was actually 
lower than that of the Health Services Company, the Road and Bridge Company which 
had rates of 50% and 48% respectively. It may have had an effect on the sample size 
achieved however, as even though the population at the Water Refining Company was 
the least of all three of these companies, it ended up returning a sample size of 28% with 
the others being slightly less at 26% respectively. In total fourteen Libyan companies 
operating in both sectors were contacted, seven from the public sector, where the 
sample of responses was restricted to 4,000, and seven in the private sector were the 
sample was restricted to 2,000. This restriction of the questionnaires to be coded was 
put in place, due to time constraints and the fact that there was some reluctance on the 
part of some employees to take part in the research and return a completed questionnaire 
even though they were strongly assured of anonymity. However, as a reasonable sample 
of the employees in each type of company who were asked to take part in the survey, 
returned them this constitutes an acceptable response rate. 
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Table (3.4.3 UKPUS) UK Public Sector Companies Sampled 
Company Questionnaires 
Questionnaires Response 
Distributed Collected Rate% 
Cheltenham Art Gallery & Museum Q+I 
I 30 30 15 
1 50 
University of Gloucestershire MBA Dept Q+I 
20 j 12 9 75 
Gloucestershire College (Cheltenham) Q+I 
] 50 45 25 
1 56 j 
Tourism Information Centre (Cheltenham) Q+I 
I 28 25 J 20 
1 80 
University of Gloucester ( SU) (Cheltenham) Q+1 
70 70 45 65 
University of Gloucester (the Library) (Cheltenham) Q+IJ 
60 60 30 50 
Cheltenham Council (Cheltenham) Q 25 20 
J 10 50 
Abbey Bank (Cheltenham) QI 25 25 14 56 
Gloucestershire the Library (Cheltenham) Q I 20 20 10 
I 50 
NHS Gloucestershire HRM Dept. (Gloucester) I 150 ------- 
Total 478 310 j 178 58 
J 
Q- Questionnaire distributed 
I= where only an interview was carried out 
Response rate is calculated as factor of the questionnaires distributed and those collected 
As can be seen in Table 3.4.3 UKPUS above even though the population sizes in each 
organization or department studied in the UK public sector were considerably smaller 
than in Libya. This factor was expected to help by allowing significantly higher 
response rates and considerably higher sample sizes even though there was some 
apparent reluctance to participate. Although it is not possible to generalize the results of 
such a sample it is an indicator of UK public sector workers points of view. There were 
in fact only five companies or departments where the expected sample size the research 
report required was in fact achieved. 
This was at the Cheltenham Art Gallery & Museum where of the 30 members of staff 
who worked there, 15 completed and returned the questionnaire, at the University of 
Gloucester (SU) with 70 employees there were 45 who responded, while of the 60 
employees in the University of Gloucester Library 30 took part and responded. At the 
University of Gloucestershire MBA Department there are 20 employees the research 
report made 12 questionnaires available initially at the managers' request, but only 9 
were completed and returned. This is of course a 60% sample size and a 75% response 
rate but the research report had hoped for more. 
Although each of the previously mentioned samples are from departments within the 
library, even at organizations studied within Gloucester itself, there were reasonably 
acceptable samples acquired. The Abbey Bank in Gloucester employs 25 people and 25 
questionnaires were made available to them, with 14 being returned achieving a 
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response rate of 56%. At the Tourism Information Centre there are 28 members of staff 
and 25 questionnaires were made available to be completed, of these 20 were returned, 
which is a response rate of 80%. At Gloucestershire College there was a similar sample 
size achieved when 45 questionnaires were made available to the 50 people who worked 
in that department only 25 however completed and returned the questionnaire which is a 
response rate of 56%. In the final organization to be surveyed the Cheltenham Council 
of the 25 members of staff available to be surveyed only 50% completed any of the 20 
questionnaires made available. The NHS (Clinic) in Gloucestershire was approached in 
an attempt to survey a large public sector organization. Unfortunately, although the 
manager was willing to be interviewed regarding EIP, permission was not granted to 
survey employees for their opinions. In the British private sector companies approached 
there was also reluctance from the managers originally contacted, three were happy 
enough to be interviewed, but refused permission for the questionnaire to be distributed 
to their employees. Another three agreed that although the questionnaire could be made 
available to their staff, they themselves did not wish to be interviewed, citing pressure 
of work. As can be seen from Table 3.4.4 LPS below all but one of the organizations 
approached to take part provided an acceptable sample of the population. 
The only exception being at BPE Solicitors where there are 100 employees and 
although 70 questionnaires were made available only 13 were completed and returned 
achieving a low response rate of 19% but a less than anticipated sample size. 
Table (3.4.4 LPS) UK Private Sector Companies Sampled 
Company I Company Population Questionnaires Questionnaires 
Response 
Distributed Collected Rate 
/o 
BPE Solicitors (Cheltenham) Q+I 100 70 13 19 
1 
Spice Lodge (Cheltenham) Q+I 15- 15 12 80 
UCAS (Cheltenham) Q+ 30 30 17 57 
H Holiday Express (Cheltenham) Q+I 15 15 12 80 
haven Partnership Solicitors (Cheltenham) Q 25 25 13 52 
Vodafone Company Cheltenham (Cheltenham) Q 15 15 f 10 67 
HW Smite Company (Cheltenham) Q 25 25 15 60 
NFG Estate Agent (Cheltenham) 1 10 
CGT Estate Agent (Cheltenham) 1 35 
Rickerbys Solicitors HRM Dept. (Cheltenham) I 20 
Total 290 195 92 48 
Q- Questionnaire distributed 
I- where only an interview was carried out 
Response rate is calculated as factor of the questionnaires distributed and those collected 
104 
At the Spice Lodge there are 15 employees and questionnaire were made available to all 
of them, 12 employees returned their forms completed and there was therefore a 
response rate of 80% and a perfectly acceptable sample size. A similar result was 
achieved at H Holiday Express. The next largest private sector employer to be studied 
was UCAS, here there are 30 employees, and the research report made 30 questions 
available for completion by anyone who wished to participate. There were 17 
employees who chose to do so achieving a response rate of 57% and from an acceptable 
sample size. The next two largest private sector companies studied were Haven 
Partnership Solicitors and HW Smite Company both employ 25 people and were given 
25 questionnaires to be completed. At haven partnership 13 employees completed and 
returned their questionnaire, while at HW Smite 15 were returned, this means that 
response rates of 52% and 60% were achieved at each company respectively. The final 
company to be surveyed was the Vodafone Company in Cheltenham who employee 15 
people, of the 15 questionnaires made available, there were 10 returned achieving a 
response rate of 67%. 
Three other private sector UK companies were contacted namely NFG, CGT and 
Rickerbys Solicitors requesting that they take part in the survey and allow their 
employees to complete a questionnaire. At each of these companies however although 
the manager or HR specialist initially contacted, agreed to be interviewed, in each of 
these cases permission to survey employees about their opinions of employee 
involvement and participation in the company was denied. Managers in each case cited 
the fact that their employees in their organization were too busy to take part. This 
meant contacting more companies in order to match the number of Libyan companies 
sampled finally four more managers from the companies listed above agreed, not only 
to be interviewed, but also to allow the distribution of the questionnaire. Eventually 
seven managers in the UK private sector were interviewed and ninety-two employees 
from seven separate companies responded to the questionnaire. In total twenty UK 
companies operating in both sectors were contacted, due to reluctance on the part of the 
managers initially contacted and to either be interviewed or allow the questionnaire to 
be distributed. In order to further appreciate the sample size and the level of response 
achieved the table that follow shows a breakdown of the departments surveyed from the 
total population in the Libyan companies. The sample of companies from the UK small 
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private sector organization consisted of organizations with relatively small populations 
of employees but, in all but one, a significantly high response rate was achieved. 
In the UK public sector only, a few of, the large number of the organizations canvassed, 
agreed to take part in the survey. This was also the case in the private sector. In order to 
address this problem, the decision was made to carry out a census of a quasi-random 
selection of individuals within the various departments of large public sector 
organizations. As mentioned earlier the limited nature of the sample in the UK could 
have an effect on the generalisability of the information gathered to the British 
employee as a whole. This was kept in mind whilst analysis of the data was undertaken. 
Review of the results showed no reason to suspect that they had been impacted relative 
to that of Libyan respondents. In particular there was a high level of consistency in the 
responses between respondents from different organizations. The specific intention of 
the study was to assess the opinions of as many UK private and public sector employees 
in comparison to their counterparts in Libya this was a perfectly acceptable solution to 
the lack of UK organizations enthusiasm. In the Libyan leg of the survey there was no 
such reluctance, mainly because Libyan employees are quite used to taking part in such 
exercises and those in management are willing to show their support to Libyan 
researchers studying abroad. The management of Bani-Walid were particularly 
responsive as they are personal friends. Several other personal contacts throughout the 
region, in Tripoli, Misurata, and Terhana, Tripoli was used as a base to travel to these 
locations the use of friends and people already known as well as the survey of the 
General Electric Company (GEC) may have led to some positive bias being introduced. 
In Tables 3.4.5 and 3.4.6 below there is a departmental breakdown of the private and 
public Libyan organizations surveyed. The testing for normality of distribution in order 
to chose appropriate methods of analysing significance all of the respondents answers 
are presented in the next section. 
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3.5 Testing for Normality and Reliability 
Before considering the possible analysis of significance which could be carried out on 
the quantitative survey data, the distribution of this data was established. The normal 
distribution of data is a common type of distribution and the special properties of this 
distribution are relied upon heavily by parametric tests BIO/GE0209. As a sample 
size increases, "the means of the samples taken from practically any population 
approach a normal distribution", (Sekaran, 2003, p. 267). There are many forms of 
statistical tests, that assume a normal population, but as they are quite robust, they are 
satisfactory even in the absence of exact normality, (Suliman and Abdulla, 2005). The 
range and the inter-quartile range give an idea of the spread of a sample but most of 
the values play no role in calculating them. The standard deviation is a measure of 
variability that takes account of all the data in a sample and is only ever used for scale 
data and is usually the measure of variability reported with the mean. Although, a 
system of classification offers respondents a range of possible answers, as this 
research does, using a5 point Likert scale from strongly agree to strongly disagree, it 
is possible to place all classifications in order, and is known as ordinal data 
, 
(Easterby-Smith et al, 2002). It is however difficult to be sure that the difference 
between `agree' and `strongly agree' is the same as the difference between `neither 
agree nor disagree' and `agree'. If there is confidence that the interval between any 
certain variable is the same as between others this is known as interval data, 
(Easterby-Smith et al, 2002). 
The distribution of these differences of opinion from respondents seemed unusual and 
therefore an effort was made to assess normality and the distribution of data. In order 
to do so, the researcher ran a test of normality, the normal Quantile-Quantile plot, the 
results of which are presented in Appendix Seven but also discussed here. In the 
figures presented below the plot graphs show the expected normal distribution and the 
observed skewedness in the main areas of national and organizational culture. These 
figures indicate a certain amount of skewedness to the extremes of either strong 
agreement or strong disagreement on the 5 point Lickert scale. 
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An expected normal distribution is a straight line, as can be seen the in Figures 3.5.1 
to 3.5.4 the observed values from the data collected do not follow the straight line. 
The charts show that the distribution deviates somewhat from normality being skewed 
towards either of the extremes. 't'his response bias is considered further in Chapter 
Four, section 4.1.2. 
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The two central concepts to be considered in establishing credibility in either 
quantitative or qualitative research are validity and reliability, the latter usually refers 
to the replicability which is the degree to which subsequent researchers could arrive at 
the same results, interpretations and claims, (Silverman, 2006). Validity of qualitative 
data can be established by using appropriate methods including analytic induction. 
Having assessed the normality and the distribution of the quantitative data and 
established the need for equal levels of reliability, validity and generalisability in the 
qualitative data, the next step was to decide on the appropriate test to use in the 
analysis and interpretation all of the data collected. 
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3.6 Methods of Analysis and Interpretation 
As the analysis and interpretation of data forms the major part of any research project 
the tools of analysis used are dependent on whether quantitative or qualitative data 
had been collected, (Collis and Hussey, 2003). The data collected for this research 
consisted of attributes, behaviours, attitudes and beliefs and a decision had to be made 
either to analyse the quantitative data with a parametric or nonparametric test and the 
qualitative data with analytic induction following promising lines of enquiry. As was 
previously mentioned in quantitative analysis parametric tests can only be used when 
the data meet special criteria many of these rely on the properties of the normal 
distribution, however the data in this study is not normal (see Appendix Seven). 
Additionally parametric tests can only be used on scale-level data (interval or ratio 
data) whereas non-parametric tests can be used on nominal, ordinal or scale-level 
data. Typically, parametric tests assume that samples have similar variances while 
non-parametric tests make no such assumption. As Table 3.6.1 below shows, 
parametric data has to have an underlying normal distribution which would allow for 
more conclusions to be drawn as the shape can be mathematically described. The data 
for this research is non-normal in distribution and ordinal there is also evidence of a 
positive response bias caused by the use of leading questions/attitude statements. 
Table 3.6.1 Parametric or Non-Parametric data 
Parametric Non-parametric 
Assumed distribution Normal Any 
Assumed variance Homogeneous Any 
Typical data Ratio or Interval Ordinal or Nominal 
Data set relationships Independent Any 
Usual central measure Mean Median 
Benefits Can draw more 
conclusions 
Simplicity; Less affected 
by outliers 
http: //www. Changingminds. org/analysis social research accessed 21/11/2009 
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Table 3.6.2 Parametric or Non-Parametric testing 
Tests 
Choosing Choosing parametric test 
Choosing a non- 
parametric test 
Correlation test Pearson Spearman 
Independent measures, 2 Independent-measures t- Mann-Whitney test 
groups test 
Independent measures, >2 One-way, independent- Kruskal Wallis test 
groups measures ANOVA 
Repeated measures, 2 Matched-pair t-test Wilcoxon test 
conditions 
Repeated measures, >2 One-way, repeated Friedman's test 
conditions measures ANOVA 
http: //www. Changingminds. org/analysis social research accessed 21/11/2009 
Having assessed the data for this research and discovering that it is non-normal in 
distribution and ordinal the choices for analysis were limited to any of the non- 
parametric test in Table 3.6.2. The most appropriate test with which to identify 
differences between multiple samples whose ordinal data which is skewed and does 
not satisfy the parametric test requirements is the Kruskal Wallis test. 
3.7 Summary of the Research Methodology 
Real research it appears can be viewed as a situation where facts or information are 
collected systematically in such a way as to provide data that can be interpreted with 
the clear aim of finding things out. The debates on the philosophy of research 
continue between two contrasting views of how social science research should be 
conducted, these are positivism and social constructionism. However there are many 
researchers, especially in the management field, who adopt a pragmatic view by 
deliberately combining methods drawn from both traditions. There are differing views 
about the research process which now dominate these are positivism, interpretivism 
and realism. The first advocates the application of the methods of the natural sciences 
to the study of social reality and beyond. In the second the aim is to conduct research 
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in `natural' surroundings, while the last, which is realism, is based on the belief that a 
reality exists that is independent of human thoughts and beliefs. There are various 
modes of research enquiry but the common thread that joins them all is the fact that a 
good research methodology must offer a sound base to provide powerful findings and 
should be considered to be a critical part of any research work. When classifying 
research according to its purpose, it can be describe as being exploratory, descriptive, 
analytical or predictive however it can also be differentiated by looking at the 
approach adopted by the researcher. 
Some researchers might choose a quantitative approach which is objective in nature 
and concentrates on measuring phenomena. Other researchers might prefer a 
qualitative approach, which is more subjective in nature and involves examining and 
reflecting on perceptions in order to gain an understanding of social and human 
activities. Any research will involve the use of a theory and although it may not 
necessarily be explicit at the start it will usually be made explicit in the presentation 
of the findings and conclusions. The clarity of a theory at the beginning will depend 
on whether the research uses the deductive approach, in which a theory and 
hypothesis (or hypotheses) are developed and the research strategy is to test the 
hypothesis. Or uses the inductive approach, where data is first of all collected and a 
theory is developed as a result of data analysis. 
The deductive approach is seen to be more aligned with scientific research. 
Supporters of the inductive approach criticise the deductive approach because of its 
tendency to construct a rigid methodology that does not permit alternative 
explanations of what is going on. If the researcher is particularly interested in 
understanding why something is happening, rather than being able to describe what is 
happening, it may be more appropriate to adopt the inductive approach rather than the 
deductive. There are a number of ways of doing social science research the case study 
is the preferred strategy when "how" or "why" questions are being posed, when the 
investigator has little control over events, and when the focus is on a contemporary 
phenomenon within some real-life context. The greatest use of questionnaires is made 
by the survey strategy and is usually associated with the deductive approach. 
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Surveys are popular and allow the collection of a large amount of data from a sizeable 
population in a highly economical way. However, the data collected by the survey 
strategy may not be as wide-ranging as those collected by other research strategies. 
There are many methods of data collection that can be used in research the most 
common is the questionnaire. In any exploratory study, in-depth interviews can be 
very helpful to find out what is happening, or seek new insight interviews are 
undoubtedly the most widely used qualitative method in organizational research. This 
is because the interview is a highly flexible method, which can be used almost 
anywhere and it is capable of producing data of great depth. 
Management research is becoming increasingly complex and intricate, requiring new 
techniques for examining research problems and analysing data to explain and clarify 
social phenomena. One of the major challenges facing researchers today is the debate 
about organizational management which highlights the compatibility of elements of 
any indigenous social system with the transplanted management paradigms used to 
manage workers. Recently the mixed methods approach is being promoted as the 
most comprehensive technique for research in social sciences through integration of 
thematic and statistical data. Divergent findings created through differing data 
collection techniques such as a combination of questionnaires and interviews and 
more rigorous analysis techniques appear to lead to greater depth and breadth in 
overall results, from which researchers can make more accurate inferences. 
The main aim of this research was to answer the questions generated by the review of 
the literature, therefore this research was carried out using a survey which involved an 
investigation of the employee involvement and participation practices operating and 
the type of representation offered to workers in a variety of companies operating in 
different cultures in the public and private sectors of the UK and Libya. The data 
collection involved the use of a questionnaire and interviews. The main advantage of 
a questionnaire was that it allowed the study to meet its requirement to investigate the 
attitudes of employees to EIP. The fact that the rationale and structure of the study 
was introduced to managers and staff at general meetings in most instances meant that 
any initial doubts that the respondents might have on any question could be clarified 
on the spot. In the interviews with managers issues were initially brought to the 
surface but the researcher could adapt the questions as necessary, clarify doubts, and 
115 
ensure that the responses were properly understood, by repeating or rephrasing the 
questions. The questionnaire was split into sections and a5 point Likert scale which 
was used to gauge respondents' level of agreement with the statements made. There 
was a real concern to establish validity for the questionnaire, as given the nature of the 
criticism of Hofstede's measures, and there lack of construct validity it was important 
to carryout a credibility test, which he had neglected to do, in order to attempt to 
eliminate any form of bias and establish reliability replicability. 
In an effort to achieve validity data triangulation of the measures and pre-tested them 
by piloting the questionnaire, which allowed relevant people to comment on it, and 
validity to be established. The fact that the research report used leading questions is 
the reason for the consistent positive bias apparent in the distribution, from the data 
collected it is apparent that there is a trend toward mild or strong agreement with the 
questions asked. This tendency which is apparent from the data collected towards a 
positive response bias is not considered to matter too much, as it is consistent across 
the whole sample, and a test of normality has been carried out. However the matter of 
response bias will be discussed in more detail in chapter six. There were fourteen 
Libyan companies operating in both sectors who took part, in total twenty UK 
companies participated operating in both sectors. An assessment of normality and the 
distribution of data clearly indicated that it is non-normal in distribution and ordinal, 
there is also evidence of a positive response bias caused by the use of leading 
questions/attitude statements. The most appropriate test with which to identify 
differences between multiple samples whose ordinal data is skewed and does not 
satisfy the parametric test requirements is the Kruskal Wallis test. In the next section 
of the thesis the Analysis and Interpretation of the results of the survey are thoroughly 
investigated. 
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SECTION THREE: FINDINGS ANALYSIS 
AND INTERPRETATION 
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Chapter Four: 
Quantitative Analysis and Interpretation 
4.0 Introduction 
In Libya fourteen companies operating in both the public and private sectors were 
contacted, in the public sector companies, the census of respondents to the questionnaire 
were restricted to 4,000, and in the private sector companies the sample was restricted to 
2,000. The population sizes in each organization or department studied in the UK were 
considerably smaller that in Libya, due to an apparent lack of interest on the part of the 
British companies contacted. In this chapter the quantitative and data collected is 
presented and interpreted. Comparisons have been made from the means and standard 
deviations between ALL Libya and ALL UK respondents, ALL Employees by Sector, 
as well as Employees by Sector by country. Additionally there is a comparison of the 
means and standard deviations between Libyan public sector and Libyan private sector, 
UK public sector and UK private sector. Furthermore the research report also presents 
data from a cross comparison of UK private and Libyan public sectors and UK public 
and Libyan private sectors participants responses. 
4.1 Quantitative Analysis 
The most important fact about the use of a questionnaire as the main method of 
collecting quantitative data was that it allowed large numbers of employees to be 
surveyed and the researcher could collect all the completed responses within a 
reasonably short period of time. The employee questionnaire (Appendix 3) was split 
into five main sections and a5 point Likert scale was used to gauge respondents' level 
of agreement with the statement, ranging from strongly agree to strongly disagree. 
The main areas to be investigated where National as well as Organizational culture to 
discover their effect on the employee involvement and participation (EIP) practices in 
the companies surveyed. Additionally respondents where asked to indicate their 
preferred form of EIP and comment on whether or not they felt the EIP in their 
company should be changed and what effect any such change might have on their job 
satisfaction and company performance. 
Responses from ALL UK employees were compared with the responses from ALL 
Libyan employees. Next the responses of ALL of those employed in the public sector 
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were compared with employees in the private sector. Finally comparisons were made 
between UK public sector employees (UKPUS), UK private sector employees (UKPS), 
Libyan public sector employees (LPUS) and Libyan private sector employees (LPS). 
Unfortunately because the research report used leading questions there is a consistently 
positive bias apparent in the distribution, a trend is apparent toward mild or strong 
agreement with the questions asked. The research report anticipated that such a bias 
would, be most apparent among the Libyan respondents from both sectors as the nature 
of the Libyan culture is to accept requests to be involved in surveys and try to tell the 
researcher exactly what you think he wants to hear. However the evidence of this 
positive response bias is most apparent among the UK public sector workers. This 
tendency which is apparent from the data collected towards a positive response bias is 
considered further. Additionally in this chapter further analysis of the quantitative data 
is carried out, initially the non-parametric data collected is analysed in section and then 
further analysis is presented after using the Kruskal Wallis test. This further analysis is 
necessary due the non-normal distribution of the data collected. 
4.1.1 Non- Parametric Data 
As was previously mentioned in quantitative analysis parametric tests can only be used 
when the data meet special criteria many of these rely on the properties of the normal 
distribution, however the data in this study is not normal (see Appendix Seven). 
Table 4.1.1 When to use Non-Parametric Tests 
Distribution and Testing Non-parametric 
Choice A non-parametric test 
Independent measures, >2 Kruskal Wallis test 
groups 
Additionally parametric tests can only be used on scale-level data (interval or ratio data) 
whereas non-parametric tests can be used on nominal, ordinal or scale-level data. 
Typically, parametric tests assume that samples have similar variances while non- 
parametric tests make no such assumption. 
As the Table 4.1.1 above shows, parametric data has to have an underlying normal 
distribution which would allow for more conclusions to be drawn as the shape can be 
mathematically described. The data for this research is non-normal in distribution and 
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ordinal there is also evidence of a positive response bias caused by the use of leading 
questions/attitude statements. As can be seen from the non-parametric results presented 
in the findings chapter there is a strong tendency toward positive or negative response 
bias. 
4.1.2 Response Bias 
The reason for the consistent positive response bias that is indicated in the data, is the 
use of leading questions, which can on some occasions can be confused with attitude 
statements. However the difference from attitude statements in that the latter are 
balanced to match negative as well positive views. The most significant problem that 
arises from the use of leading questions is, that by suggesting a particular reply to 
respondents, although they do have the ability to choose any answer, they in fact feel 
pushed in a certain direction that is undesirable from a balanced research point of view. 
One key consideration, which the researcher recognized, was the need for the level of 
agreement with respect to the level of analysis. With the sample sizes being imbalanced, 
combined with the cultural differences, the researcher was critically aware of the need 
to highlight and qualify the findings so not to bias or skew the data. The addition of 
semi-structured interview provided a means of addressing this concern. In an effort to 
investigate the degree of apparent bias further, the following tables were produced 
which indicate the numbers and percentage of respondents who strongly disagreed, 
mildly disagreed, neither agreed nor disagreed, mildly agreed or strongly agreed with 
each question out to them. From the data presented in (Appendix 12) there is clearly 
evidence of the existence of a positive response bias indicated by the fact that in 
response to a large number of questions more that 25% of respondents mildly or 
strongly agreed. When the question of a positive response bias was considered in a 
purely Libyan context there were once again indications of response bias. From the data 
presented there are certainly a number of occasions where more than 25% of 
respondents strongly agreed with the statements and in at least two incidences there 
were over 40% of respondents who strongly agreed that, `management should allow 
workers to participate and become more involved in the decision-making process'. 
Additionally there was a fairly positive response to the statement that, 'In my country a 
person's allegiance is to his/her immediate family'. Whereas in the data collected and 
presented which concerns the UK context 30.0% positively respond to the statement 
that, `In my country dominant cultural values emphasize a work ethic expressed in 
terms of money, achievement and recognition'. 
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There are almost as many incidences of a positive response bias from these respondents 
but it is in two particular areas were the positive nature of responses are from more than 
40% of those sampled this they were asked to identify the most helpful form of 
employee involvement as far as they were concerned. In response to this question 
41.1% of UK employees felt that, E-Mails are a helpful form of employee involvement 
practice in keeping you informed about this workplace? 
If the Libyan context is considered in more detail it is apparent that Libyan public sector 
workers responses were just as likely to contain a positive bias as those of their 
counterparts in the private sector. However as can be seen from the responses from 
Libyan private sector participants 32.3% of them compared with only 13.8% of those 
Libyan working in the public sector feel that, In my country the less powerful person in 
society accepts inequality in power and considers it normal'. The responses from UK 
public and private sector workers show that there are many respondents than 25% of 
respondents who mildly or strongly agreed with the statements put to them. In fact 
there were 25.3% who agree strongly that, `In my country dominant cultural values 
emphasize a work ethic expressed in terms of money, achievement and recognition'. Of 
additional interest are the facts that among private sector UK employees there were 
39.1% of respondents who felt strongly about the fact that, `In my country dominant 
cultural values emphasize a work ethic expressed in terms of money, achievement and 
recognition' and a similar amount felt the same way about the statement, 'In my country 
a person's allegiance is to his/her immediate family'. 
Most importantly of all however it is apparent from the data presented which indicates 
the positive bias in the responses of UK public sector employees, that there are many 
more instances of this than among any other sample group. The data shown indicates 
that 43.8% of these respondents feel that, E-Mails are a helpful form of employee 
involvement practice in keeping you informed about this workplace'. There are 41.0% 
who strongly agree that, `Workplace Intranet are a helpful form of employee 
involvement practice in keeping you informed about this workplace'. There are 44.4% 
who stated that, `Team working is a helpful form of employee involvement practice in 
the workplace and this has to be considered alongside the 44.4% of UK public sector 
workers who stated that, `Individual conversations between a manager and his 
employee are a helpful form of employee involvement practice in keeping you informed 
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about this workplace. There is little doubt that this and the results which are apparent 
from them clearly indicate a positive response bias. 
The hypothesis generated with which to test the questions the research report wanted to 
. answer, are 
based on the premise that there are significant differences between the two 
national cultures, as well as the organizational cultures they countenance and the EIP 
which is predominant within organizations. Therefore Kruskal Wallis tests were used to 
test the difference between groups. This test allowed comparison to be made between 
the responses of the various groups of workers involved in both the UK and Libya, 
public and private sectors. As well as comparing the responses of all of those in one 
particular country to be compared with the other and cross comparison between sectors 
was also carried out. 
4.2 Quantitative Group Data and Kruskal Wallis Test Results 
In this section grouped data from the main variables are presented and commented upon 
there are also some examples of interesting findings from the itemised grouped data and 
a comparison with the Kruskal Wallis test results. The main -findings from these 
descriptive statistics are presented in (Appendix Eight). The standard deviation is a 
calculation that depends on all the values and represents the square root of variation of 
responses of the study sample individuals. It is used to measure the range of the values 
spacing from their arithmetic mean, the more those value are near to their average the 
more they indicate agreement and vice versa. The 5 point Lickert scale used ranged 
from 1 which indicated strong disagreement to 5 which indicated strong agreement, 3 
registered a respondent's reluctance to either agree or disagree with the statement 
provided. For the purpose of coding the scale was reversed. 
In (Tables 4.2.1 to 4.2.8) the group data from the survey is presented, the full results 
including the itemised data are presented in (Appendix Eight) although some results are 
commented on here. In each of the tables the dispersion measure is used to gauge the 
average difference in degree of agreement-on a certain statement. This information is 
then contrasted with the test results generated from SPSS. The most appropriate test 
with which to identify any differences between multiple samples whose ordinal data is 
skewed and does not satisfy the parametric test requirements is the Kruskal Wallis test. 
The Kruskal Wallis test is non parametric, that is, it does not make any assumption on 
the nature of the underlying distributions (except continuity). As many other non 
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parametric tests, it will not use the values of the observations directly, but will first 
convert these values into ranks once these observations are merged into a single sample. 
The statistic of the Kruskal Wallis test is built from the means of the ranks of the 
observations across the samples. The test does not assume normality or equal variances, 
and instead of comparing sample means, it compares sample means of ranks. The 
alternative hypothesis is that at least one of the populations tends to yield larger values 
than at least one of the other populations. The full results of this test can be seen in 
(Appendix 13). 
The quantitative analysis the test statistics generated and the Kruskal Wallis test results 
are all presented in the following tables there is also reference to the mean ranking 
which indicates the direction of associations. In this test all responses are ordered into 
one large sequence from lowest to highest and each is assigned a rank. When there are 
similarities the average rank is assigned. Comparisons have been made regarding the 
main and itemised variables between ALL Libya and ALL UK responses, ALL 
responses by sector, as well by sector by country. Additionally there is a comparison of 
the responses from the Libyan public sector and Libyan private sector, UK public sector 
and UK private sector. 
The hypotheses to be tested are: 
HOl : There are no significant differences between the EIP practiced in Libya and the 
UK. 
H02: There are no significant differences between the EIP practiced in public and 
private companies 
In the Kruskal Wallis test it is assumed that for Ho the two samples are drawn from the 
same population and that for Hi the two samples come from different populations. If Ho 
is rejected then Hi is accepted. A rejection of either or both 'null' hypotheses will 
indicate that there are differences observed and that these are theoretically associated 
with either or both national and organizational culture. 
If the assumed significance p is =< . 
01, the null hypothesis, that there are no differences 
in the data, has been rejected and the alternative hypothesis that significant differences 
do exist is accepted. RED indicates a significant difference BLUE indicates that there 
are no differences. 
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4.2.1 All Libyan V All UK 
Table 4.2.1 ALL UK Compared with All Libyan Employees Responses 
Country Mean Std. Deviation Std Error Mean 
UK 3.4694 1.01589 . 
06183 
National Culture 
Libya 3.6880 . 
70034 
. 
00904 
UK 3 5534 . 
97786 
. 
05951 
Organizational Culture 
Libya 3.3221 . 
69751 
. 
00900 
UK 3.4963 1.00208 . 
06098 
EIP in the organization 
Libya 3.4944 . 
81095 
. 
01050 
UK 3.7541 . 
93917 
. 
05716 
Preferred form of EIP 
Libya 3.8438 
. 
69041 
. 
00892 
UK 3.6669 . 
84721 . 
05156 
Changes required in LIP and the possible effects Libya 1 4.0014 . 63457 . 00821 
NurnDer of employee responses 
Lib} an 6000 
UK 270 
In the results presented in (Table 4.2.1) it can be seen that employees responses to 
statements tended to agree to some extent with the statements. The exception was in 
responses to the question regarding `culture adopting strict codes of behaviour... and a 
belief in absolute truths'. 
Table 4.2.1.1 All Libya responses All UK responses 
Test Statistics Alb 
National Organisational Ell in the Preferred form ot Changes required in 1. IP and the 
Culture Culture organization LIP possible effects 
C'hi-Square 7.972 34.631 
. 
306 
. 
299 44.033 
df I I I I I 
Asymp. 
Sieg. 0 S80 ; 54 
a. hruskai w mils i cst 
h. Grouping, Variable: Country 
Table 4.2.1.1 a National Culture 
Test Statistics''D 
In my country the less 2. The culture in mN 3. In ms countr\ a 4. In my country dominant cultural 
po\Nerful person in society country adopts strict codes person's allegiance is to values emphasize a mork ethic 
accepts inequality in power of behaviour and a belief in his/her immediate expressed in terms of money, 
and considers it normal' absolute truths' f'amily' achic%ement and recognition' 
('hi- (hi- 
. 
609 127.022 1.489 . 
979 
df I I 1 
Asymp. 
Sis. 4 15 2.; 
a. r. ruskal V alles i rst 
b. Grouping Variable: Country 
The results in Table 4.2.1.1 indicate significant differences in response to questions 
regarding national and organizational culture as well as changes in EIP and the possible 
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effects. The assumed significance p is => . 
01 in each of these areas. There is no 
significant difference between responses with regard to EIP in the organization or 
preferred form of EIP. 
The Kruskal Wallis test results from individual questions indicate that in responses to 
Q2 as the assumed significance p is . 
000 and therefore less than . 
01 there are significant 
differences in respondents' answers to this question. In responses to Q1, Q3 and Q4 the 
p values are all < . 
01 indicating there are differences in the responses from participants. 
The mean rankings for these questions from the UK respondent had higher frequency 
scores than those of the Libyan participants, see (Appendix 13) where the + indicates 
higher directional difference. 
Test Statistics ''e 
Table 4.2.1.1 b Organizational Culture 
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Chi-Square 
12.986 238.514 2.775 308.689 112.078 1.088 6.175 20.392 9.928 42.737 28.760 1.136 
`lt 1 1 I 1 1 1 1 I I 1 I 
Ash mp. Sig. 1 '(1 (, I 07/ 71) 7 ( jI I) ! 
a. Kruskal wallis lest 
b. Grouping Variable: C'uuntrN 
In Table 4.2.1.1 b in responses from participants to questions regarding organizational 
culture there are even more areas of significant difference. In Q5a, 5b, 6b and 6c 
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regarding employee representation in their company as well as Q9,10,11, and 12 
regarding their managers ability to keep them informed, respondents had differences of 
opinion. The assumed significance values from the test for these questions are all > . 
01. 
In response to Q6a, 7,8 and 13 however the p value is < . 
01 indicating that there are no 
significant differences with regard to the use of employee representative committees, 
individual employee representation, and managers' ability to inform employees about 
changes to the way the organization is being run or the proposition that the employment 
relationship is a partnership of cooperation. In response to most of these questions on 
organizational culture the mean ranking score for Libyan respondents was higher than 
that of UK participants, however in answer to Q8, Q9, Q 10, Q 11 and Q 12 regarding the 
abilities of managers and the employment relationship being linked to money. The UK 
scores were higher. 
Table 4.2.1.1 c EIP in the Organization 
Test Statistics''b 
14. In my company the level 15. In my company 16. In my company the safety 17. In my company the 
of involvement, participation the degree of of the work environment is opportunity for training and 
and empowerment employees autonomy the very important and development is very high and 
feel is very high' employee is granted, employees are directly employees are responsible for their 
is very high' involved' self-development' 
Chi- 
Square 
31.491 5.897 
. 
183 3.918 
df 1 I I I 
Asymp. 
Sig. sui of 66y (I1 
[1.111 UNKUI VV 4111) 1 CJL 
b. Grouping Variable: Country 
This result regarding the employment relationship is reinforced by the fact that with 
regard to EIP the test results in Table 4.2.1.1 c indicate there is an assumed significance 
of 0.000 which is < 0.005 indicating a significant difference between responses to the 
question that, 'In my company the level of involvement, participation and empowerment 
employees feel is very high'. There was no significant difference regarding the degree of 
autonomy employees felt or the health and safety or opportunity for self-development 
according to respondents from both countries. In the mean ranking scores for the 
Questions 15,16 and 17 the UK respondents where higher, but in response to question 
14 the Libyans had a higher ranking. 
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Test Statistics', " 
Table 4.2.1. ld Preferred form of EIP 
18. Notice 19. E-Mails are 20. Workplace 21. Workplace 22. Team 23. Union or other 24. Individual 
Boards are a a helpful form Intranet are a news letter or working is a employee conversations 
helpful form of of employee helpful form of magazines are a helpful form representative between a 
employee involvement employee helpful form of of employee bodies are a manager and his 
involvement practice in involvement employee involvement helpful form of employee are a 
practice in keeping you practice in involvement practice in the employee helpful form of 
keeping you informed about keeping you practice in workplace involvement employee 
informed about this workplace informed about keeping you practice in involvement 
this workplace this workplace informed about keeping you practice in 
this workplace informed about keeping you 
this workplace informed about 
this workplace 
Chi- Square 38.560 15.739 . 423 64.145 34.587 23.647 20.824 
df I I I I I I 1 
Asymp. 
ý., OW 515 Sig. - 
a. tiruskai w aiiis i est 
b. Grouping Variable: Country 
As can be seen from the results in Table 4.2.1.1 d in response to the questions regarding 
their preferred form of EIP, there are noticeably significant differences between 
employees opinions on whether Notice Boards; E-Mails; Workplace news letter or 
magazines, Team working; the Union or other employee representative bodies or finally 
Individual conversations between a manager and his employee are the most helpful 
form of employee involvement practice in keeping them informed about their 
workplace. The assumed significance in every case being 0.000 or < 0.01, the only 
instance where there was no indication of a significant difference was in regard to Work 
place intranet and its usefulness. In the mean rankings generated for these questions on 
EIP in the organization there is no consistency apparent in the directional associations, 
(see Table Id in Appendix 13). 
Table 4.2.1.1 e Changes Required in EIP 
Test Statistics"'" 
25. Increased levels of 26. The management 27. Management should 28 1 here is a need to 29. A change to the 
employee involvement of employees could be allow workers to change the existing existing employee 
and participation done in a way that participate and become employee involvement practice 
should be introduced at focuses more than on more involved in the involvement practice could make work life 
your company individuals decision-making process within the company more meaningful and 
satisfying 
Chi- 
Square 
103.220 3.434 96.388 52.846 37.301 
dt I I I I 1 
Asymp. 
64 
l lý1 
(11111 11, 'i' 
c Sig. 
a. hrushai vN mils i est 
b. Grouping Variable: Country 
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In the final comparison of responses the results shown in Table 4.2.1.1e indicate 
significant differences appearing with regard to employees' opinion of the need to 
change EIP in their organization and the possible effects of any such change. There are 
differences in their opinions about the need to increase levels of employee involvement 
and participation; management allowing workers to participate and become more 
involved in the decision-making process as well as the need to change the existing 
employee involvement practice within the company and whether such a change could 
make work life more meaningful and satisfying. The assumed value in Q26 is > 0.01 
indicating there is no difference in their responses regarding the need for the 
management of employees being done in a way focuses on the individual. From the 
responses to these question the mean ranking results show that in every one the Libyan 
score was higher. 
4.2.2 ALL Public V ALL Private 
From the results presented in (Table 4.2.2) it can be seen that ALL the Libyan 
employees responses to statements tended to agree to some extent. There was however 
a higher level of agreement with the questions regarding `... Changes required in EIP 
and the possible effects'. 
Table 4.2.2 Employees Responses by Sector 
Mean Std. Deviation Std. Error Mean 
National Culture All public 3.6447 . 
75708 . 
01171 
All private 3.7464 . 
62767 . 
01372 
Organizational Culture All public 3.2648 . 72760 . 
01126 
All private 3.4664 . 
66392 . 
01452 
EIP in the organization All public 3.5523 . 
81064 . 
01260 
All private 3.3800 . 
82671 . 
01807 
Preferred form of EIP All public 3.9350 . 
70666 . 
01095 
All private 3.6506 . 65629 . 
01435 
Changes required in EIP and the possible effects All public 3.9947 . 
66890 . 
01038 
All private 3.9716 . 
60643 . 
01326 
SIUMVW VA cII1p1V)'GG 1Wpvlic3 
Public 4178 
Private 2092 
From the results presented in the itemised table (see Appendix Eight) it can be seen that 
in Libyan public sector, from the 4000 employees responses, there was a certain level of 
disagreement with the statement ... In my country the less powerful person in society 
accepts inequality in power and considers it normal. 
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In the questions dealing with organizational culture therefore, it can be seen from the 
results that there was at least some disagreement as to whether 'managers ... are very 
good at keeping employees informed about financial matters including budgets or 
profits. There was an equally negative result in relation to the question regarding ... the 
employment relationship is about more than just earning money. 
Table 4.2.2.1 ALL Public Sector with ALL Private Sector 
Test Statistics"h 
National 
Culture 
Organizational 
Culture 
EIP in the 
organization 
Preferred form of 
LIP 
Changes required in EIP and the 
possible effects 
Chi- 19.573 173 082 32.543 345.958 4.038 Square . 
df I I I I 1 
As}n p 
. 044 Sic. 
a. Kruskal w allis I est 
b. Grouping Variable: All private and All public 
In Table 4.2.2.1 the results show that concerning the main variables there is an assumed 
significance of 0.000 in the National Culture; Organizational Culture; EIP in the 
organization and preferred form of EIP categories indicating that there are significant 
differences between employee's responses in these areas because P is < 0.01. The public 
and private workers responses from both countries are not significantly different 
however with regard to the need for Changes in EIP and the possible effects. However 
there is little consistency apparent in the direction of associations in the mean rankings, 
private sector respondents scoring higher on the national and organizational culture 
questions while public sector participants mean ranking was higher in the other 
categories (see Table 2 in Appendix 13). 
The results indicate a less than positive level of agreement with one of these statements, 
in employee responses with regard to ... the 
degree of autonomy... a number of 
respondents questioned disagreed to some extent it ... 
is very high. In answer to the 
statements regarding level of involvement, participation and empowerment, safety of 
the work environment and opportunity for training and development, the result show 
that respondents indicated a level of agreement. Therefore indicating that they thought 
EIP was high in their company, agreeing that safety at work was important there and 
also that there were adequate opportunities for training and development. In the 
questions dealing with organizational culture it can be seen from the results that 
although there is general agreement from UK respondents that, `the employment 
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relationship is about more than just earning money' and similar agreement that, `this 
relationship is a partnership of cooperation'. There is significantly less agreement and 
particularly strong disagreement with statements, regarding representation and 
information from management, on `changes in the way the organization is being run ', 
`changes in Staffing', `changes in the way I do my job ', and finally `keeping employees 
informed about financial matters including budgets or profits. The results show 
significantly less agreement with the statements regarding the level of autonomy 
employees are granted and their feelings of empowerment. In the last set of questions 
to be put respondents were asked about what changes could be made to the employee 
involvement and participation practices in their company. 
The results show that although there was agreement among UK respondents that, 
`greater participation would result in improved satisfaction and morale which would 
lead to improved performance'. There was also support for the suggestions that, `... 
management should allow workers to participate and become more involved in the 
decision-making process; and be done in a way that focuses more than on individuals; 
allowing increased levels of employee involvement and participation. There was 
however slightly less support for the suggestion that, there is `... a need to change the 
existing employee involvement practice within the company', or that any `... change to 
the existing employee involvement practice could make work life more meaningful and 
satisfying. 
Test Statistics"h 
Table 4.2.2.1 a National Culture 
1. In my country the less 2. The culture in my 3. In my counts a 4. In my country dominant cultural 
powerful person in society country adopts strict codes person's allegiance is values emphasize a work ethic 
accepts inequality in power of behaviour and a belief to his/her immediate expressed in terms of money, 
and considers it normal' in absolute truths' family' achievement and recognition' 
Chi- 
Square 
488.62 1.506 160.596 13.172 
dt' I I 1 
Asymp. 
fi Sl 220 (S 0uS1 Sig. 
a. 1\rushal wams 1 est 
b Grouping Variable: All private and All public 
In the main variable of National culture the results in Table 4.2.2.1 a show that the 
assumed significance in three of the four measures of National culture is 0.000 
indicating significant differences in respondents replies to the proposition that in their 
country, `the less powerful person in society accepts inequality in power and considers 
it normal', `a person's allegiance is to his/her immediate family' or that in their country, 
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`dominant cultural values emphasize a work ethic expressed in terms of money, 
achievement and recognition'. There are no significant differences apparent in regard to 
Q2 regarding culture adopting `strict codes of behaviour and a belief in absolute truths'. 
Again however there is no consistency in the mean ranking scores (see Table 2a in 
Appendix 13). 
Table 4.2.2.1 b Organizational Culture 
Test Statistics', 
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In Table 4.2.2.1 b the results indicate a significant difference in replies to the questions 
regarding unions and representative committees, employees' individual representation 
and the level of the communication from managers and the very nature of the 
employment relationship. There are many questions measuring workers opinion of their 
organizations culture, where differences are apparent between those working in the 
public or private sectors. The mean ranking scores for the private sector respondents are 
consistently higher with regard to Q5b, 6b, Q7, Q8, Q9, Q1l, Q 12 and Q 13 than the 
public sector workers scores. It is the public sector workers who have higher scores with 
regard to the questions concerning representation and the ability of managers to keep 
them informed about changes in the way they do their job. These results show an 
assumed significance of 0.000 in response to seven of the questions asking workers 
about their representation within their particular organization. 
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Test Statistics''b 
Table 4.2.2.1 c EI P in the Organization 
14. In my compam the level 15 In my compam 16, In mý company the safety 17. In mý company the 
of involvement, participation the degree of of the work environment is opportunity for training and 
and empowerment employees autonomy the very important and development is very high and 
feel is very high' employee is granted, employees are directly employees are responsible for their 
is very high' involved' self-development' 
Chi- 
Square 
32.445 4.198 147.601 6.856 
df I I I I 
Asymp. 
Sig. ý ii in 040 ()(W . 
009 
a. hruskal w al l is lest 
b. Grouping Variable: All private and All public 
The results in Table 4.2.2.1 c indicate a significant difference existed between UK and 
Libyan respondents regarding the level of involvement, participation and empowerment 
employees feel in their company. There were no significant differences with regard to 
the other questions. However in this comparison of private and public sector 
respondents from each country. The p value is < 0.01 in Q14, Q16 and Q17 indicating 
significant differences from respondents regarding the level of involvement, 
participation and empowerment employees feel but also the importance of health and 
safety in the work environment. There are no significant differences indicated in 
responses to Q15 regarding employee autonomy or the opportunity for self- 
development. The mean ranking score from public sector participants is higher 
compared with those in the private sector. Furthermore ranking scores for public sector 
respondents is higher in regard to all of these questions on EIP in the organization. 
Test Statisticss, b 
Table 4.2.2.1 d Preferred form of EIP 
18. Notice 19. f: -Mails are 20 Workplace 2 I. Workplace 22 Team 23 t! niun or other 24. Individual Boards are a a helpful form Intranet are a news letter or working is a emplo)ee conversations 
helpful form of of employee helpful form of magazines are a helpful form representative between a 
employee involvement employee helpful form of of employee bodies are a manager and his involvement practice in involvement employee involvement helpful form of employee are a 
practice in keeping you practice in involvement practice in the employee helpful form of keeping you informed about keeping you practice in workplace involvement employee 
informed about this workplace informed about keeping you practice in involvement 
this ssorkplace this ssorkplace informed about keeping you practice in 
this workplace informed about keeping you 
this ssorkplace informed about 
this ssorkplacc 
Chi- 
Square 
301.279 113.662 40.875 37.685 27.825 49.493 112.979 
d t' I I I I I I l 
As} nip. 
' Sieg. ý 15551 
a. r IuýnaI vvauI, IrM 
b. Grouping Variable: All private and All public 
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As can be seen from the results in Table 4.2.2. ld just as in the comparison of ALL the 
Libyan and UK participants, the assumed significance for each itemised variable is 
0.000 indicating that there are significant differences between public and private 
workers opinions about their preferred form of EIP. The mean ranking scores of public 
sector respondents are consistently higher than those from the private sector. 
Test Statistics''" 
Table 4.2.2.1 e Changes Required in EIP and the Possible Effects 
25. Increased levels of 26. The management 27 Management should 28. There is a need to 29. A change to the 
employee involvement of employees could be allow workers to change the existing existing employee 
and participation done in a way that participate and become employee involvement practice 
should be introduced at focuses more than on more involved in the involvement practice could make work life 
your compans individuals decision-making process within the company more meaningful and 
satisf\ inc 
Chi- 
Square 
145.547 65.469 27.414 90.441 077 
df I I 1 I I 
Asvmp. 
. 
sig. 1101 
(II 111 II ýI I 78, /_ 
a. NIUSK 1I yr auis i rSL 
b. Grouping Variable: All private and All public 
Additionally there are similar results in the comparison of these participants, as there 
were between Libyan and UK respondents as a whole, regarding the changes required in 
EIP. Although in the latter there was significant difference to responses regarding the 
effects of a change in the EIP (see Table 4.2.2.1 e) while in the former there was not. As 
can be seen from the mean ranking scores in Table 2e of Appendix 13, there is a 
consistently higher score from private sector respondents to Q26, Q27, Q28 and Q29 
regarding management and there attitudes to EIP, as well as the need for change and the 
possible effects. The public sector workers had a higher mean ranking with regard to the 
question about increasing the levels of EIP in their organizations. In an effort to 
understand the difference between respondents' opinions and to identify whether they 
are attributable to either national or organizational variability, the research report 
conducted the following comparative tests, by sector and by country. 
In the next section of the questionnaire respondent were asked for their opinion 
regarding the existing employee involvement practice (EIP) currently in use at their 
company. They were asked to comment on employee involvement and participation 
practice in general within their company and then to indicate which EIP that their 
company used was in their opinion the most helpful keeping them informed about their 
workplace. Finally they were asked about the need for change in EIP within their 
company and what they felt the probable effects of this change might be. As can be seen 
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from the results in the UK the most highly preferred method for keeping informed about 
what was going on in their company, according to respondents was e-mail. In the 
Libyan study the most highly preferred method for keeping them informed about what 
was going on in their company was ... team working. 
4.2.3 UK Private V Libyan Private 
In the results presented in (Table 4.2.3) it can be seen that in the UK private sector, from 
the 92 employees responses, to questions on national culture, the strongest level of 
support is for, `... a persons' allegiance being toward immediate family' and 'dominant 
cultural values emphasising a work ethic expressed in terms of money, achievement and 
recognition'. 
Table 4.2.3 Employees by Private Sector by country 
Mean Std. Deviation Std. Error Mean 
UK Private 3.6168 1.05966 . 
11048 
National Culture 
Libyan Private 3.7524 . 
60015 . 
01342 
UK Private 7205 3 
. 
96192 . 
10029 
Organizational Culture . 
Libyan Private 3.4547 
. 
64486 . 
01442 
UK Private 5109 3 1.03968 . 
10839 
LIP in the organization . 
Libyan Private 3.3740 
. 
81540 
. 
01823 
Preferred form of EIP 
UK Private 3.6348 1.01910 . 
10625 
Libyan Private 3.6513 
. 
63502 . 
01420 
Changes required in F. IP and the possible effort, 
UK Private 3.4946 
. 
92101 . 
09602 
Libyan Private 3.9935 
. 
57889 
. 
01294 
ivuiuuci vi kwlllpiv\« Icý'NvnNrs 
K Private 92 
Libyan Private 2000 
In the Libyan private sector there is a tendency toward agreement from some, that `... 
the less powerful person in society accepts inequality in power and considers it 
normal... ' and that... the dominant cultural values emphasize a work ethic expressed in 
terms of money, achievement and recognition'. In comparison to the Libyan public 
sector employees these respondents were usually in agreement to some extent with this 
statement, they were even in agreement that in their .... country the 
less powerful person 
in society accepts inequality in power and considers it normal. The UK private sector 
employees showed the highest level of agreement with the notion that" '... managers in 
my company are very good at keeping employees informed about changes in Staffing.. ' 
but not so good, `... at keeping employees informed about financial matters including 
budgets or profits'.... In there responses to Q7, Q8, Q 10, Q 12 and Q 13 there was a 
general level of agreement that, `... managers are very good at keeping employees 
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informed about changes in the way they do their job' as well as '... keeping employees 
informed about changes to the way the organization is being run'. There was also 
general agreement that, `... the employment relationship is about than just earning 
money' although it is also seen by some as '... a partnership of cooperation, even though 
`... employees tend to represent themselves in most circumstances'. As can be seen from 
the results presented, in the UK private sector there is apparently some kind of 
consensus on the level of disagreement regarding the fact that, '... the employment 
relationship is a partnership of cooperation' there was a similar level of agreement in 
the responses of UK public sector workers but additionally they disagreed to some 
extent that, 'in their company the level of involvement, participation and empowerment 
employees feel is very high'. In the UK private sector there are levels of agreement from 
respondents with regard to the EIP within their organization however although there is 
general agreement with Q16 and Q17, as there was in the public sector employees 
responses. There is again in these results less general agreement with, '... the level of 
involvement, participation and empowerment employees feel being very high' or the 
proposition that `... the employment relationship is a partnership of cooperation'. 
However there is less agreement from private sector employees that, '... union or other 
employee representative bodies are a helpful form of employee involvement practice in 
keeping you informed about the workpluce '. 
From the results it appears that Libyan private sector employees are in positive 
agreement, to some extent and have a favourable view of their organizational culture, 
much like the responses from those surveyed in the public sector companies. There is 
less agreement with statements like, ` ... 
Managers in my company are very good at 
keeping employees informed about changes in the way 1 do my job '... Managers in my 
company are very good at keeping employees informed about financial matters 
including budgets or profits'. There were many UK private sector respondents who 
agreed to some extent that, '... management should allow workers to participate and 
become more involved in the decision-making process'. The level of agreement fell, 
with regard to Q28, Q29, concerning, `... any need to change the existing employee 
involvement practice within the company', and whether such a change would, `... make 
work life more meaningful and satisfying'. There was even less general agreement 
amongst these UK private sector workers that, '... the management of employees could 
be done in a way that f cuses more than on individuals', or that '... increased levels of 
employee involvement and participation should be introduced'. 
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Test Statisticse'e 
Table 4.2.3.1 All UK Private Sector with Libyan Private Sector 
National Organizational EIP in the Preferred form of Changes required in EIP and the 
Culture Culture organization EIP possible effects 
Chi-Square 
. 
118 37.833 1.003 4 931 28.913 
df I I I I I 
Asymp. 
Sig. 
731 ,..,. . 
317 026 
a. Kruskal Wallis lest 
b. Grouping Variable: uk pr group 
The Kruskal Wallis test results presented in Table 4.2.3.1 indicates that there are 
significant differences in the responses of UK private sector employees when compared 
with those in the Libyan private sector. The assumed significance of 0.000 in both the 
Organizational Culture and Changes required in EIP and the possible effects variables 
are proof of this. However there are differences in regard to National culture, EIP in the 
organization and the preferred form of EIP. 
The mean rankings show a consistently higher score from UK private sector 
respondents to questions about the first three categories. Libyan private sector 
participants scored higher with regard to the preferred form of EIP and the need for 
changes and their possible effects (see Table 3 in Appendix 13). 
Test Statistics' 
Table 4.2.3.1 a National Culture 
I. In my country the less 2. The culture in my 3. In my country a 4. In my country dominant cultural 
powerful person in society country adopts strict codes person's allegiance is values emphasize a work ethic 
accepts inequality in power of behaviour and a belief in to his/her immediate expressed in terms of money. 
and considers it normal' absolute truths' family' achievement and recognition' 
Ch 1- 
Square 
4.916 16.5-56 
. 
001 2.64 
df I I I I 
Asymp. 
Sig 
027 97; 104 
a. I\1 u, r aI vv aiii 1 GJl 
b. Grouping Variable: uk pr group 
Furthermore with regard to national culture the test statistics in Table 4.2.3.1 a show that 
the main area of difference between these participants' responses are with regard to the 
culture in their country and whether or not it, `adopts strict codes of behaviour and a 
belief in absolute truths'. There are no significant differences in respondents' answers to 
Q 1, Q3, or Q4. The mean rankings show that with regard to Q2 Libyan private sector 
respondents scored higher than their UK counterparts. 
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Table 4.2.3.1 b Organizational Culture 
Test Statistics"" 
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As can be seen from Table 4.2.3. lb there is an assumed significance of 0.000 which is 
>0.01 in a number of the questions regarding organizational culture. These results 
indicate a significant difference in replies to the questions regarding unions and 
representative committees and employees' individual representation in the organization. 
There is also a significant difference regarding the communication from managers and 
the nature of the employment relationship. There are no significant differences in 
respondents' replies to Q5b, 6b and Q13 regarding specific details of the representative 
bodies in their organization and the idea that their relationship with managers is a 
partnership of cooperation. 
As can be seen in Table 3b in Appendix 13 mean ranking scores are consistently higher 
form Libyan private sector respondents. 
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Test Statistics' 
Table 4.2.3. lc EIP in the Organization 
14. In my company the level of 15. In my company the 16. In my company the safety 
17 In my compam the opportunitX 
for training and development is involvement, participation and degree of autonomy of the work environment is very high and employees are empowerment employees feel 
' 
the employee is very important and employees 
' responsible for their self is very high ` granted. 
is ver\ high ' 
- 
are directly involved development' 
Chi- 
Square 1.391 8.829 3.347 2.243 
df I I 1 l 
Asymp. 
Sidg. . 
238 667 114 
a. r rushai warns i est 
b. Grouping Variable: uk pr group 
There is no indication from the results presented in Table 4.2.3.1 c of any significant 
difference between the responses of UK private sector employees when compared with 
those in the Libyan private sector, with regard to Q 14,16 and 17. There were significant 
differences however with regard to the degree of autonomy employees are granted. 
There was no apparent consistency in the direction of associations shown in the mean 
rankings for these questions (see Table 3c in Appendix 13). 
I est Statistics'''! 
Table 4.2.3.1 d Preferred form of EIP 
18. Notice 19.1: -Mails are 20. Workplace 21. Workplace 22. "l eam 23. Union or 24. Individual 
Boards are a a helpful form Intranet are a news letter or working is a other employee conversations 
helpful form of of employee helpful form of magazines are helpful form of representative between a 
employee involvement employee a helpful form employee bodies are a manager and involvement practice in involvement of employee involvement helpful form of his employ cc 
practice in keeping you practice in involvement practice in the employee are a helpful 
keeping you informed about keeping you practice in workplace involvement form of informed about this workplace informed about keeping you practice in emplo}cc 
this workplace this workplace informed about keeping you involvement 
this workplace informed about practice in 
this workplace keeping you 
informed about 
this workplace 
('hi-Square 11.163 
. 
076 12.477 18.981 
. 
243 10.3-56 . 
758 
df I I I I I I 
Asymp. Sig. 783 ý ýý ,. (11H) 622 i ... I 3'S 4 
A. [ºu'haº Vr dºIºS º Cll 
b. Grouping Variable: uk pr group 
The results in Table 4.2.3.1d clearly show assumed significance values of 0.000 in 
responses to four questions concerning preferred form of EIP. This means that there is a 
difference at either the national or organizational culture level which causes these 
participants to have different views on the helpfulness of Notice Boards the Workplace 
Intranet or Workplace news letter or magazines or even a Union or other employee 
representative bodies in keeping them informed about their workplace. There are no 
apparent differences in their responses regarding the usefulness of E-mails, team 
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working or individual conversations with managers as helpful forms of EIP. The Libyan 
private sector respondents consistently scored higher mean rankings in these questions, 
the only exception being in regard to team working as a helpful form of EIP where UK 
private sector workers scored higher. 
Test Statistics"" 
Table 4.2.3.1 e Changes Required in EIP and the Possible Effects 
25. Increased levels of 26. The management 27. Management should 28. There is a need to 29. A change to the 
employee involvement of employees could be allo%% workers to change the existing existing employee 
and participation done in a way that participate and become employee involvement practice 
should be introduced at focuses more than on more involved in the involvement practice could make work life 
our company individuals decision-making process Nkithin the company more meaningful and 
satisfying, 
Chi- 
Square 
60.257 I. 847 75.010 4 592 14.299 
df I I I I I 
Asymp. 
Sie. 17-1 O3' , 
a. r rushai wams i rst 
b. Grouping Variable: uk pr group 
As can be seen from the results in Table 4.2.3. le participants' responses also indicate 
differences regarding any increase levels of employee involvement and participation, 
workers freedom to participate and become more involved in the decision-making 
process as well as whether or not a change to the existing employee involvement 
practice could make work life more meaningful and satisfying. There are no significant 
differences in their responses regarding the management of employees being more 
individualised or the need to change the existing EIP practices. The Libyan private 
sector respondents scored consistently higher mean rankings with regard to all of these 
questions, in comparison to their UK counterparts. 
4.2.4 UK Public V Libyan Public 
In the Libyan public sector results show the level of the prevailing national culture from 
their point regarding the questions `culture adopting strict codes of behaviour... and a 
belief in absolute truths' are significant as they were typically in agreement. There was 
some disagreement however to the statement, regarding, `... managers keeping 
employees informed. These results show that in general there is a certain level of 
agreement with the statements with regard to managers being `... very good at keeping 
employees informed about changes in staffing or the employment relationship being 
about more than just earning money. 
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Table 4.2.4 Employees: Public Sector by Country 
Mean Std. Deviation Std Error Mean 
UK Public 3.3933 . 
98693 07397 
National Culture 
Libyan Public 3.6559 . 
74339 . 
01175 
UK Public 3.4671 . 
97750 . 
07327 
Organizational Culture 
Libyan Public 3.2558 . 
71328 
. 
01 128 
UK Public 3.4888 . 
98499 
. 
07383 
EIP in the organization 
Libyan Public 3.5552 . 
80196 
. 
01274 
IIK Public 3.8157 . 
89182 
. 
06684 
Preferred form of EIP 
Libyan Public 3.9403 . 
69692 . 
01103 
UK Public 3.7560 . 
79455 . 
05955 
Changes required in EIP and the possible effects 
Libvan Public 4.0053 . 
66083 . 
01048 
Number o1 employee responses 
UK Public 178 
Libyan Public 4000 
There was significantly less agreement with the statement ... 
Managers in my company 
are very good at keeping employees informed about financial matters including budgets 
or profits. In the opinion of those employees who work in Libyan public sector 
companies, they neither agree nor disagree that the ... 
degree of autonomy the employee 
is granted, is very high... The greatest level of agreement is with regard to the statement 
concerning health and safety for many of those questioned felt this topic was regarded 
in their company as ... very important and employees are directly involved 
There is a general level of agreement among UK public sector workers regarding (QI8, 
Q19, Q21, Q22, and Q23) concerning their preferred form of EIP however the level of 
agreement lessens in relation to the other questions. As a preferable form of 
involvement and participation for public sector employees, `e-mails', `individual 
conversations with managers', as well as the `workplace intranet' are seen as the least 
likely to keep them informed about what is going on in the workplace. In (Table 4.2.4) 
the results from UK public sector employees indicate that although there is general 
agreement with Q16 and Q17 there is less general agreement with, 'the level of 
involvement, participation and empowerment employees feel' being very high. There is 
even less agreement with the idea that, `the employment relationship is a partnership of 
cooperation'. In results regarding UK public sector employees opinions to the changes 
required in employee involvement and participation and their probable effects, there 
was a strong level of agreement with Q27 regarding, `... greater participation by 
employees in the decision making process the level of agreement was reduced in other 
responses. 
140 
UK public sector employees' responses indicate some feel there is no '... need to change 
the existing employee involvement practice within their company and that ` ... any 
change to the existing employee involvement practice would have no effect making work 
life more meaningful and satisfying'. In the Libyan private sector there is a tendency 
toward agreement from some, that `... the less powerful person in society accepts 
inequality in power and considers it normal... 'and that, `... the dominant cultural values 
emphasize a work ethic expressed in terms of money, achievement and recognition'. In 
comparison to the public sector employees these respondents were usually in agreement 
to some extent with this statement, they were even in agreement that in their '.... country 
the less powerful person in society accepts inequality in power and considers it 
normal'. 
It appears that Libyan private sector employees are in positive agreement, to some 
extent, and have a favourable view of their organizational culture, much like the 
responses from those surveyed in the public sector companies. Union's and other 
employee representative bodies... and... Notice Boards were all very low on the Libyan 
private company employees list of ways to involve them in the company. Notice boards 
however were considered a most acceptable form of involvement by Libyan public 
sector workers. 
Test Statistics'" 
Table 4.2.4.1 ALL UK Public Sector with Libyan Public Sector 
National 
Culture 
Organizational 
Culture 
I lP in the 
organization 
Preferred form of' 
i iP 
Changes required in Ell) and the 
possible effects 
C'111-Square 9.193 18.078 
. 
279 1.420 16.961 
df I I I I 1 
Asymp. 
Sir. 
un 597 
233 
a. Kruskal Wallis Test 
b. Grouping Variable: uk pu group 
From the assumed significances presented in Table 4.2.4.1 it can be seen that on the 
main variables there was evidence of significant differences in responses regarding 
national as well as organizational culture and the need for change in EIP in their 
organization. There are no significant differences with regard to EIP in the organization 
or the preferred form of EIP. 
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The Libyan public sector respondents have a consistently higher mean ranking 
compared to their UK counterparts, except with regard to organizational culture, (see 
Table 4 in Appendix 13). The results presented in Table 4.2.3.1 showing the opinions of 
UK private sector with Libyan private sector participants to this survey indicated no 
significant difference in their responses in the area of national culture. Additionally UK 
private sector works scored a higher mean ranking. 
Test Statistics'"D 
Table 4.2.4.1 a National Culture 
1. In my country the less 2. The culture in my 3. In my country a 4. In mý country dominant cultural 
powerful person in society country adopts strict codes person's allegiance is to values emphasize a work ethic 
accepts inequality in power of behaviour and a belief in his/her immediate expressed in terms of money, 
and considers it normal' absolute truths' family' achievement and recognition' 
Chi- 
Square 
1.990 113.277 16.111 1.036 
df I I 1 
Asymp. 
158 i iu1 i ýý 3Oý) Sie. 
a. Kruskal Wallis Test 
b. Grouping Variable: uk pu group 
However there was evidence of a significant difference evident in Table 4.2.3.1a in 
relation to the culture of their country adopting, 'strict codes of behaviour and a belief 
in absolute truths'. As can be seen from the results in Table 4-2.4. l a the assumed 
significance of two of the itemised variables are 0.000 indicating that there are 
differences in the opinions of UK public sector and Libyan public sector respondents 
regarding `strict codes of behaviour and a belief fin absolute truths', but also with regard 
to the proposition that in their country, `a person's allegiance is to his/her immediate 
family'. There are no significant differences apparent from the results with regard to the 
acceptance of `inequality in power' or `values emphasising a work ethic expressed in 
terms of money achievement and recognition'. 
The mean ranking scores for UK private sector respondents was consistently higher 
regarding Q l, Q3 and Q4, compared to the Libyan private sector respondents. But as 
can be seen from (Table 4a in Appendix 13) Libyan public sector respondents have a 
consistently higher mean ranking with regard to Q2, Q3 and Q4 when compared with 
UK public sector workers. On the questions measuring respondents' opinions regarding 
the existing organizational culture in their companies, as can be seen from the result in 
Table 4.2.4.1b below UK public sector employees had different opinions from their 
compatriots in the Libyan public sector. 
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The differences where most apparent regarding unions and representative committees, 
employees' individual representation in the organization, communication from 
managers and the nature of the employment relationship and are similar to those 
presented in Table 4.2.3.1 b, in responses from UK private sector employees and their 
compatriots in the Libyan private sector. 
Table 4.2.4.1 b Organizational Culture 
Test Statistics" 
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('hi-Square 29.635 187.694 30.528 253.588 60,433 
. 
017 1.750 2.502 . 
298 58.939 22.165 001 
dt I I I I 1 I I I 1 
nsymp. Sig. 896 186 111 ; "s i 1 ýfiý i (H H, 977 
a. Kruskal Wallis fest 
b. Grouping Variable: uk pu group 
There were no significant differences in respondents replies to Q7, Q8, Q9, Q10 and 
Q13, regarding employees self-representation and managers ability to inform employees 
in certain circumstances. There was also no consistency in the direction of associations 
apparent from the mean rankings. 
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Test Statistics''" 
Table 4.2.4.1c EIP in the Organization 
14. In my company the level of 15. In my company the 16. In my company the safety 17. In my company the opportunity 
involvement, participation and degree of autonomy the of the work environment is for training and development is very 
empowerment employees feel employee is granted, is very important and employees high and employees are responsible 
is very high' very high' are directly involved' for their self development' 
Chi- 
Square 46.061 3.570 . 
001 2.535 
df I I I 1 
Asymp. 
. 
Sig 0; ý) ý)78 1 
a. Kruskal Wallis Test 
b. Grouping Variable: uk pu group 
Although there was no indication from the results in Table 4.2.3.1 c of any significant 
difference amongst UK and Libyan private sector employees with regard to EIP in their 
organization. As can be seen from the test results presented in Table 4.2.4.1 c there is 
evidence from the assumed significance of 0.000 that UK public sector employees 
disagree with their Libyan public sector compatriots with regard to the proposition that, 
in their `company the level of involvement, participation and empowerment employees 
feel is very high'. They also have a lower mean ranking score with regard to this 
question, (see Table 4c in Appendix 13. 
Test Statistics'"b 
Table 4.2.4.1 d Preferred form of EIP 
18. Notice 19. h-Mails are 20. Workplace 2L Workplace 22. Team 23. Union or other 24. Individual 
Boards are a a helpful firm Intranet are a news letter or working is a employee conversations 
helpful form of of employee helpful form of magazines are a helpful form representative between a manager 
employee involvement employee helpful form of of employee bodies are a and his employee involvement practice in involvement employee involvement helpful form of are a helpful form 
practice in keeping you practice in involvement practice in the employee of employee 
keeping you informed about keeping you practice in workplace involvement involvement informed about this workplace informed about keeping you practice in keeping practice in keeping 
this workplace this workplace informed about you informed you informed 
this workplace about this about this 
workplace workplace 
Chi- 
Square 
76.730 10.156 5.643 62.398 38.731 18.589 24.078 
df I I I I I I 1 
. 
Asymp. 
()(H) Ills 1 01 8 Sig, 
it. nrushai waits i est 
b. C; rouping Variable: uk pu group 
In the comparison of UK public sector workers with Libyan public sector workers and 
their respective opinions regarding their preferred form of EIP, results shown in Table 
4.2.4.1 d indicate significant differences regarding the usefulness of Notice Boards, E- 
mails the Workplace news letter or magazines and even a Union or other employee 
representative bodies in keeping them informed about their workplace. 
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Although unlike their counterparts in UK and Libyan private sector companies, these 
respondents had a significantly different opinion, regarding the usefulness of `Individual 
conversations between a manager and his employee as a helpful form of employee 
involvement practice in keeping you informed about this workplace'. However with 
regard to the usefulness of `Workplace Intranet' there were no significant differences. 
There was no apparent consistency in mean rankings with regard to these questions (see 
Table 4d in Appendix 13). 
Test Statistics" 
Table 4.2.4.1 e Changes Equired in EIP and the Possible Effects 
25. Increased levels of 26. The management 27. Management should 28. There is a need to 29. A change to the 
employee involvement of employees could he allow workers to change the existing existing employee 
and participation should done in a way that participate and become employee involvement involvement practice 
be introduced at your focuses more on more involved in the practice within the could make work life 
company individuals decision-making process company more meaningful and 
satisfying 
C J hi- 
Square 
71.130 
. 
076 39 180 25.337 2 1.723 
dt I I I I 1 
Asvmp. 
Siez. 782 
a. hruskai ' mils lest 
b. Grouping Variable: uk pu group 
In Table 4.2.4.1 e in response to questions regarding the need for changes in EIP in their 
organization and the possible effects the assumed significance for all propositions were 
0.000, these are >0.01 and indicate significantly different opinions from these workers 
regarding, increasing levels of employee involvement and participation, giving freedom 
to workers to participate and become more involved in the decision-making process as 
well as whether or not a change to the existing employee involvement practice could 
make work life more meaningful and satisfying. The only exception is in responses to 
Q26 regarding the management of employees being done, '... in a way that focuses more 
on individuals'. The mean rankings for Libyan public sector workers was consistently 
higher in their response to most of these questions, with the exception of Q26 where the 
mean ranking score was lower than the UK public sector participants. 
4.2.5 Libyan Public V Libyan Private 
Having carried out a comparison to identify any difference that arose between 
respondents in each country, the following tables present the group data and Kruskal 
Wallis results from comparisons between employees working in the same country but in 
different sectors. 
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Table 4.2.5 Libyan Public Sector Employee Responses Compared with Libyan 
Private Sector Employee Responses 
Mean Std Deviation Std Error Mean 
Libyan Public 3.6559 74339 . 
01175 
National Culture 
Libyan Private 3.7524 . 
60015 . 
01342 
Libyan Public 3.2558 . 
71328 
. 
01128 
Organizational Culture 
Libyan Private 3.4547 . 
64486 
. 
01442 
Libyan Public 3.5552 . 
80196 
. 
01274 
EIP in the organization 
Libyan Private 3.3740 . 
81540 
. 
01823 
I. ibvan Public 3.9403 . 
69692 
. 
01103 
Preferred form of EIP 
Libyan Private 3.6513 . 
63502 
. 
01420 
Libyan Public 4.0053 . 
66083 . 
01048 
Changes required in EIP and the possible effects 
Libyan Private 3.9935 57889 . 
01294 
Number of employee responses 
Libyan Public 4000 
Libyan Private 2000 
Table 4.2.5.1 Libyan Public Sector and Libyan Private Sector 
Test Statistics', ' 
National 
Culture 
Organizational 
Culture 
Fill in the 
organization 
Preferred fixen of 
E: IN 
Changes required in LIP and the 
possible effects 
Chi-Square 17022 176.925 35.635 361.427 2.696 
df I I I I I 
Asymp. 
(HH 1 I 
Sig.. 
11111 (11111 ( 1111 II 
a Kruskal's\ allis Ic 
. st h. (iroupin2, Variable: I'K and Libya pri\atc and public sector 
In the results presented in Table 4.2.5.1 comparing Libyan public sector and Libyan 
private sector employees responses it is immediately apparent that there are many more 
areas of difference between them than between UK private sector V Libyan private 
sector and UK public sector V Libyan public sector responses. The assumed 
significance figures for national and organizational culture, as well as EIP in the 
organization and their preferred form of EIP are all 0.000 indicating significant 
differences. There were, as can be seen in Table 5.3.4.1, only apparent differences, in 
the main variables of national culture and organizational culture in the comparison of 
UK private sector employees with those in the Libyan private sector. In Table 4.2.3.1 
the main apparent differences between respondents in the UK private sector with Libyan 
private sector participants to this survey indicated differences in the main variables of 
organizational culture and changes required in the EIP in their company. Nevertheless 
on closer examination the results in Table 4.2.3.1 a show that the main area of difference 
between these participants' responses are with regard to the culture in their country and 
whether or not it, `adopts strict codes of behaviour and a belief in absolute truths'. 
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There are no significant differences between Libyan public sector and Libyan private 
sector respondents regarding any changes required in EIP and the possible effects. The 
mean ranking scores for Libyan public sector respondents are consistently higher with 
regard to EIP in the organization, preferred form of EIP and changes required in EIP 
and the possible effects. These scores for Libyan private sector respondents are higher 
with regard to National and Organizational culture. 
Table 4.2.5.1 a National Culture 
Test Statistics°'e 
1. In my country the less 2. The culture in my 3. In my country a 4. In my country dominant cultural 
powerful person in society country adopts strict codes person's allegiance is values emphasize a work ethic 
accepts inequality in power of behaviour and a belief in to his/her immediate expressed in terms of money. 
and considers it normal' absolute truths' family' achievement and recognition' 
Chi- 
Square 
498.576 3.507 182.433 13.343 
d t' I 1 l 1 
Asymp. 
Sig. iii i 061 000 (S 
a. Kruskal Wallistest 
b. Grouping Variable: UK and Libya private and public sector 
From the results presented in Table 4.2.5.1a the main difference between those 
employees surveyed, working in either the Libyan public or private sector, are similar to 
those in the comparisons between UK private sector with Libyan private sector or the 
comparison of the UK public sector with Libyan public sector (see Table 4.2.3.1a and 
Table 4.2.4.1 a) with regard to national culture, in both of these comparisons there are 
differences regarding, the culture 'adopting strict codes of behaviour and a belief in 
absolute truths' additionally public sector workers in both countries, have different 
views regarding, the importance in their cultures of a persons, 'allegiance to his/her 
immediate family'. It is only in this comparison of the Libyan public and private sectors 
were there is no significant difference regarding national culture adopting `strict codes 
of behaviour and a belief in absolute truths'. The assumed significance in three of the 
main variables are 0.000 which is >0.01 and indicates significant differences in these 
Libyans from the public and private sectors responses, with regard to less powerful 
people in society, accepting inequality in power and considering it normal', and a 
persons allegiance being to, 'his/her immediate family'. There is also a difference in 
these workers responses to the proposition that, `In their country dominant cultural 
values emphasize a work ethic expressed in terms of money, achievement and 
recognition' The mean ranking scores however show no consistency of direction in 
responses to these questions. 
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Table 4.2.5.1 b Organizational Culture 
Test Statistics" 
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Chi-Square . 
480 944.307 164.321 780.596 72.320 31.952 33.929 29.536 8.881 440.966 114.463 3.765 
df I I I I I I 1 1 1 I I 1 
Asymp. Sig. 488 (11H) IWO ýý 01W O1) O 052 
a. Kruskal Wallis Test 
b. Grouping Variable: UK and Libya private and public sector 
In relation to the questions on organizational culture just as in the comparisons before, 
between private and public sector respondent in both countries regarding unions and 
representative committees, employees' individual representation in the organization, 
communication from managers and the nature of the employment relationship, there are 
similar areas of difference among public and private sector workers in Libya itself. 
As can be seen from Table 4.2.5.1 b with regard to the questions about these matters the 
assumed significance is 0.000 indicating significant differences in participants' 
responses. In these employees opinion just like from those in the comparison of public 
sector workers in both countries, there was a significant difference regarding the nature 
of the employment relationship, being `about more than just earning money'. These 
public and private sector Libyan workers also had differences of opinion regarding the 
EIP in their company at the moment. There were no significant differences in responses 
to Q5a or Q13 concerning employees belonging to a union or the employment 
relationship being a partnership of cooperation. The Libyan private sector respondents 
generated a consistently higher mean ranking score in regard to all of these questions, 
with the exception of Q6a regarding employee representation on representative bodies. 
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Test Statistics"" 
Table 4.2.5.1 c EIP in the Organization 
14. In my company the level of 15. In my company the 16. In my company the safety 17. In my company the opportunity 
involvement, participation and degree of autonomy the of the work environment is for training and development is very 
empowerment employees feel employee is granted- is very important and employees high and employees are responsible 
is very high' very high' are directly involved' for their self-development' 
Chi- 
Square 40.140 3.697 145.216 6.691 
df 1 I 1 1 
Asymp. 
IiNi 0t i1 Sig. 
a. Kruskal Wallis I est 
b. Grouping Variable: UK and Libya private and public sector 
As can be seen from the results presented in Table 4.2.5.1 c there are assumed 
significance values which are = or > 0.01 in responses to three itemised variables. 
Meaning that there are significant differences between Libyan workers whether 
employed in the public or private sector regarding, `the level of involvement, 
participation and empowerment employees feel... ' the importance their organization 
places on, `the safety of the work environment... and whether employees are directly 
involved' as well as `the opportunity for training and development is very high and 
employees are responsible for their self-development'. There is also an itemised variable 
were no significant difference is apparent between these respondent from the Libyan 
public or private sectors. This is in responses to Q 15 where both groups agree about the 
degree of autonomy offered to employees. The mean rankings for Libyan public sector 
respondents is higher than those from the private sector in every case except in relation 
to Q15 regarding `autonomy'. In this case the Libyan private sector respondents scored 
higher. 
Test Statistics'"h 
Table 4.2.5.1 d Preferred form of EIP 
18. Notice 19. F-Mails are 20. Workplace 21. Workplace 22. Team 23. Union or other 24. India idual 
Boards are a a helpful form Intranet are a news letter or working is a employee conversations 
helpful form of of employee helpful form of magazines are a helpful form representative between a manager 
employee involvement employee helpful form of of employee bodies are a and his employee involvement practice in involvement employee involvement helpful form of are a helpful form 
practice in keeping you practice in involvement practice in the employee of employee 
keeping you informed about keeping you practice in workplace involvement involvement 
informed about this workplace informed about keeping you practice in keeping practice in keeping 
this workplace this workplace informed about you informed you informed 
this workplace about this about this 
workplace workplace 
Chi- 
Square 
326.894 110.181 31.925 41.416 21.155 51.488 101.682 
df I I I I 1 1 1 
Asymp. 
I Hi 1n 111 Sieg. i ... 
b. Grouping Variable: UK and Libya private and public sector 
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These Libyan workers from either sector also have significantly different opinions on 
their preferred form of EIP, see Table 4.2.5.1 d every single itemised variable tested has 
an assumed significance value of 0.000 which is < 0.01 indicating significant difference. 
Additionally in every single question the Libyan public sector respondents have a 
higher mean ranking (see Table 5d in Appendix 13). 
Test Statisticsa h 
Table 4.2.5.1e Changes Required in EIP and the Possible Effects 
25. Increased levels of 26. The management 27. Management should 28. There is a need to 29. A change to the 
employee involvement of employees could be allow workers to change the existing existing employee 
and participation done in a way that participate and become employee involvement practice 
should be introduced at focuses more than on more involved in the involvement practice could make work life 
your company individuals decision-making process within the company more meaningful and 
satisff ins 
Chi- 
Square 
143.259 72.273 
. 
11t, 22ý 9.2 . 
428 . 
266 
df 1 1 1 1 
Asymp. 
00) 606 
Sig. 
a. r rushaº w aºººs º CSL 
b. Grouping Variable: UK and Libya private and public sector 
There are equally significant differences apparent in responses to every question where 
these workers were asked for their opinions regarding the changes required in EIP and 
the possible effects of any change (see Table 4.2.5.1e). The only question were there 
was no significant difference apparent was with regard to any change to the existing 
employee involvement practice could make work life more meaningful and satisfying. 
This was also one of the questions were there was a consistently higher mean ranking 
scored by Libyan private sector participants. 
4.2.6 UK Public V UK Private 
As can be seen from the results presented, in (Table 4.2.6) in the UK private sector 
responses there is apparently some kind of consensus on the level of disagreement 
regarding the fact that, `... the employment relationship is a partnership of cooperation' 
there was a similar level of agreement in the responses of UK public sector workers but 
additionally they disagreed to some extent that, 'in their company the level of 
involvement, participation and empowerment employees feel is very high'. Additionally 
in the UK private sector there are levels of agreement from respondents with regard to 
the EIP within their organization however there is general agreement with Q16 and 
Q17, as there was in the public sector employees' responses. 
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Table 4.2.6 UK Public Sector Employee Responses Compared with UK Private Sector 
Employee Responses 
Mean Std. Deviation Std. Error Mean 
UIK Public 3.3933 
. 
98693 
. 
07397 
National Culture 
UK Private 3.6168 1.05966 . 
11048 
UK Public 3.4671 
. 
97750 
. 
07327 
Organizational Culture 
UK Private 3.7205 . 
96192 . 
10029 
UK Public 3.4888 
. 
98499 . 
07383 
F. IP in the organization 
UK Private 3.5109 1.03968 . 
10839 
UK Public 3.8157 
. 
89182 . 
06684 
Preferred form of EIP 
UK Private 3.6348 1.01910 . 
10625 
UK Public 3.7560 
. 
79455 . 
05955 
Changes required in EIP and the possible effects 
UK Private 3.4946 
. 
92101 
. 
09602 
Number of employee responses 
UK Public 178 
UK Private 92 
It is interesting to note that in these UK private companies just like in the public ones 
workers disagree that the '... degree of autonomy the employee is granted is very high. 
There is also less agreement in the UK private companies in comparison to the public 
ones, that, ` ... the 
level of involvement, participation and empowerment employees feel is 
very high. The strongest level of agreement from the UK private sector workers is 
highlighted with regard to the statement that, `... the opportunity for training and 
development is very high... and employees are responsible for their self-development '. 
There was less general agreement amongst these UK private sector workers that, '... the 
management of employees could be done in a way that focuses more than on 
individuals', or that '... increased levels of employee involvement and participation 
should be introduced'. In contrast the UK public sector employees" responses indicated 
that some felt there was no need to change the existing employee involvement practice 
within their company and that any change to the existing employee involvement 
practice would have no effect making work life more meaningful and satisfying. 
Table 4.2.6.1 UK Public Sector and UK Private Sector 
Test Statisticsa'b 
National Oruanizational LIP in the Preferred form of Changes required in LIP and the 
Culture Culture organization LIP possible effects 
Chi-Square 3.312 4.176 
. 
153 1.391 4.976 
df I I I I 1 
As}nip. 
009 04 1 690 2 3ti 020 
Sio 
a. NrusKal v-valbs I est 
b. Grouping Variable: UK and Libya private and public sector 
151 
Test Statistics''b 
Table 4.2.6.1 a National Culture 
1. In my country the less 2. The culture in my 3. In my country a 4. In my country dominant cultural 
powerful person in society country adopts strict codes person's allegiance is to values emphasize a work ethic 
accepts inequality in power of behaviour and a belief in his/her immediate expressed in terms of money, 
and considers it normal' absolute truths' family' achievement and recognition' 
: 
iiJare 
1.188 6.081 6.873 
. 
089 
df I 1 I I 
Asymp. 
Sig 
276 
. 
014 7(,; 
a. kruskal Wallis t est 
b. Grouping Variable: UK and Libya private and public sector 
In an investigation of UK public or private sector workers, the results presented in Table 
4.2.6.1 and Table 4.2.6.1 a indicate that in the main variables there are no differences in 
their responses, particularly in the area of national culture. However the UK public 
sector respondents gave consistently higher mean rank scores with regard to their 
preferred form of EIP and the need for change an it's possible effects. While those in 
the private sector had a higher mean ranking to the national, organizational and existing 
EIP in the organization questions. The mean rankings of UK private sector participants 
were consistently higher in responses to ALL of the national culture questions. 
But as can be seen in Table 4.2.6.1b below regarding their organizations culture. the 
assumed significance in a number of areas is 0.000 or at least < 0.01. Indicating 
differences of opinion about employee representation and whether it is collective or 
individualistic and also managers' ability to keep them informed about changes under 
certain circumstances. There are no significant differences between the UK public 
sector and UK private sector participants' responses to Q5b, Q6c, Q11, Q12 or Q13 
regarding representation the ability of managers to keep them informed in certain 
circumstances and the employment relationship. 
However this consistency of direction in association was only apparent in private sector 
participants' responses to Q5b, 6b, Q7, Q1 1 andQ l2 where their mean ranking was 
higher than their public sector counterparts. 
152 
Table 4.2.6.1 b Organizational Culture 
Test Statistics'"b 
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Chi-Square 144.825 4.529 86.495 17.612 6.526 10.420 7.046 23.280 9.270 . 
059 1.061 
. 
429 
df I I I I 1 1 1 1 1 1 I I 
Asymp. Sig. (HP) 033 I,! HI I() Oll 8(ßs 303 . 
512 
a. kruskal Wallis Test 
b. Grouping Variable: UK and Libya private and public sector 
Test Statisticsa'n 
Table 4.2.6.1 c EIP in the Organization 
14. In my company the level of 155. In my company the 16. In my company the safety 17. In mN company the opportunity 
involvement, participation and degree of autonomy of the work environment is for training and development is 
empowerment employees feel the employee is very important and employees very high and employees are 
is very high' granted. is very high' are directly involved' responsible for their self- 
development' 
Chi- 
Square 
7.985 
. 
190 3 33 . 
202 
df I I I 1 
Asymp. 
Sig. 
u0; 663) 068 65 3 
a Kruskal Wallis Test 
b. Grouping Variable: UK and Libya private and public sector 
There are also no significant differences in these employees' opinions about the EIP in 
their organizations, except with regard to the levels of involvement participation and 
empowerment employees feel in their organization, see Table 4.2.6.1 c. There are 
differences in respondents answers to Q15, Q16 and Q17 regarding the degree of 
autonomy granted to employees, health and safety and self-development in their 
organization. Additionally there is no consistency in the mean ranks in participants 
responses to these questions on EIP in the organization, as both sectors participants 
have higher scores to two of the questions respectively (see Table 6c in Appendix 13). 
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Test Statistics', e 
Table 4.2.6.1 d Preferred form of EIP 
18. Notice 19. E-Mails are 20. Workplace 21. Workplace 22. Team 23. Union or other 24. Individual 
Boards are a a helpful form Intranet are a news letter or working is a employee conversations 
helpful form of of employee helpful form of magazines are a helpful form representative between a 
employee involvement employee helpful form of of employee bodies are a manager and his 
involvement practice in involvement employee involvement helpful form of employee are a 
practice in keeping you practice in involvement practice in the employee helpful form of 
keeping you informed about keeping you practice in workplace involvement employee 
informed about this workplace informed about keeping you practice in involvement 
this workplace this workplace informed about keeping you practice in 
this workplace informed about keeping you 
this workplace informed about 
this workplace 
Chi- 
Square 2.805 3.835 17.069 . 
646 11.430 . 
008 12.555 
df I I I I 1 1 
Asymp. 
5 iß. . 
094 
. 
050 422 (11 930 
a. Kruskal Wallis Test 
b. Grouping Variable: UK and Libya private and public sector 
However the opinions of UK public or private employees do differ significantly, as can 
be seen in Table 4.2-6.1d regarding their preferred form of EIP. The assumed 
significance values of 0.000 indicate that these workers have different views regarding 
the helpfulness of the Workplace Intranet; Team working or the use of individual 
conversations between them and a manager in keeping them informed about their 
workplace. In there responses to Q18, Q19, Q21 and Q23 the participants do not have 
significantly different views regarding the helpfulness of notice boards, e-mails, 
workplace news letters and the union or other representative body in keeping them 
informed. The mean rankings scores from UK public sector respondents were higher in 
all of these questions with the exception of the helpfulness of notice boards. 
Table 4.2.6.1 e Changes Required in EIP and the Possible Effects 
Test Statistics''" 
25. Increased levels of 26. The management 27. Management should 28. There is a need to 29. A change to the 
employee involvement of employees could be allow workers to change the existing existing emplo}ec 
and participation done in a way that participate and become employee involvement practice 
should be introduced at focuses more than on more involved in the involvement practice could make work life 
your company individuals decision-makine process NNithin the company more meaningful and 
satisfying 
Chi- 
Square 5.401 1.217 15.606 . 
066 . 
681 
df I I I I I 
Asymp. 
Sig. 02O 270 , 11 798 401) 
a. Kruskal Wallis Test 
b. Grouping Variable: UK and Libya private and public sector 
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As can be seen from Table 4.2.6. le results indicated by the assumed significance value 
the only differences between these UK public and private workers regarding the need 
for change in their organizations EIP. Is in their opinion that `management should allow 
workers to participate and become more involved in the decision-making processes. In 
responses to Q25, Q26, Q28 and Q29 there are no significant differences between the 
responses from participants in the UK private and public sectors. The mean rankings 
show that UK public sector participants have a consistently higher score that their 
private sector counterparts, with the exception of the rank for Q28 regarding the need to 
change EIP within the company, here private sector respondents scored higher. 
In the Tables presented in section 4.2.1 to 4.2.6 the data was categorised and it was 
identified that the prevalent national or organizational culture and corporate governance 
in any country maybe due specifically to the social, economic and political situation. 
Additionally the organizational culture is also a set of values, beliefs and attitudes 
operating within a company which are promoted by the executives and senior 
management as well as the prevalent form of corporate governance established in the 
country. Furthermore it was felt that the existence of collective workplace partnerships; 
works councils, employee representative committees; traditional work based unions or 
more individualised forms or concepts of giving employees a voice would indicate the 
direct or indirect technique in use for the employment relationship within an 
organization. This relationship in turn would affect not only the level of involvement 
and participation employees were allowed but also the organizations policies on health 
and safety and training and development. The employment relationship would also 
affect the level of involvement participation and involvement they felt they had within 
the organization. There was also a need the research report felt to gauge employees' 
attitudes to the need for change to EIP in their company is assessed to investigate how 
respondents feel about employee involvement and participation. As part of this group 
of questions each respondent was asked about the changes they felt were required in EIP 
within their company and the possible effects of such change. 
In the last sections of the quantitative analysis for this study a cross comparison of UK 
public and Libyan private sectors and UK private and Libyan public sectors 
participants' responses was carried out. 
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4.2.7 UK Public V Libyan Private 
As can be seen from the results presented, in Table 4.2.7 the UK public sector there is 
apparently some kind of consensus on the level of disagreement regarding the fact that, 
`... the employment relationship is a partnership of cooperation' but additionally they 
disagreed to some extent that, `in their company the level of involvement, participation 
and empowerment employees feel is very high'. 
Table 4.2.7 UK Public Sector Employee Responses Compared with Libyan Private 
Sector Employee Responses 
Mean Std. Deviation Std. Error Mean 
UK Public 3.3933 . 
98693 . 
07397 
National Culture 
Libyan Private 3.7524 . 
60015 . 
01342 
UK Public 3.4671 . 
97750 . 
07327 
Organizational Culture 
Libyan Private 3.4547 . 64486 . 
01442 
EIP in the organization 
UK Public 3.4888 . 
98499 . 
07383 
Libyan Private 3.3740 . 
81540 . 
01823 
Preferred form of EIP 
UK Public 3.8157 
. 
89182 
. 
06684 
Libyan Private 3.6513 . 
63502 . 
01420 
UK Public Changes required in EIP and the possible effects 
3.7560 . 
79455 . 
05955 
Libyan Private 3.9935 
. 
57889 . 
01294 
11uIII, J I VL Vl11F/IVý'bY `3FvIWG3 
UK Public 178 
Libyan Private 2000 
In the Libyan private sector there is a tendency' toward agreement from some, that `... 
the less powerful person in society accepts inequality in power and considers it 
normal... ' and that ... the dominant cultural values emphasize a work ethic expressed in 
terms of money, achievement and recognition'. Libyan private sector employees are in 
positive agreement, to some extent and have a favourable view of their organizational 
culture. There is less agreement however with statements like, `... Managers in my 
company are very good at keeping employees informed about changes in the way I do 
my job'... Managers in my company are very good at keeping employees informed about 
financial matters including budgets or profits'. UK public sector workers are in general 
level of agreement regarding (Q18, Q19, Q21, Q22, and Q23) concerning their preferred 
form of EIP however the level of agreement lessens in relation to the other questions. 
As preferable forms of involvement and participation for public sector employees such 
as, 'e-mails'. `individual conversations with managers, as well as the `workplace 
Intranet' are seen as the least likely to keep them informed about what is going on in the 
workplace. 
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Libyan private sector employees are in positive agreement, to some extent and have a 
favourable view of their organizational culture. Union's and other employee 
representative bodies... and... Notice Boards were all very low on the Libyan private 
company employees list of ways to involve them in the company. In the results from 
UK public sector employees there is general agreement with Q16 and Q17 but less 
general agreement with, `the level of involvement, participation and empowerment 
employees feel' being very high. There is even less agreement with the idea that, `the 
employment relationship is a partnership of 'cooperation '. UK public sector employees' 
responses indicate some feel there is no `... need to change the existing employee 
involvement practice within their company and that ` ... any change to the existing 
employee involvement practice would have no effect making work life more meaningful 
and satisfying'. 
Table 4.2.7.1 UK Public and Libyan Private Sectors 
Test Statistics'"" 
National 
Culture 
Organizational 
Culture 
1: IP in the 
organization 
Preferred form of 
EIP 
Chan es required in I'll' and the 
possible effects 
Chi-Square 18.198 3.981 2.030 11.159 15.652 
df I I I I I 
Asymp. 
a. Kruskal Wallis fest 
h. Grouping Variable: Libyan pr group 
Previous results clearly indicated differences between UK public and Libyan private 
sector workers regarding the main variables of national culture, preferred forms of EIP 
and changes in EIP and their effects. From the results in Table 4.2.7.1 a it is apparent 
that these participants differ in regard to `power' in their societies and the `adoption of 
strict codes of conduct". 
Test Statistics" 
Table 4.2.7.1 a National Culture 
1. In my country the less 2. The culture in my 3 In niN country a 4. In mN country dominant cultural 
powerful person in society country adopts strict codes person's allegiance is values emphasize a work ethic 
accepts inequality in power of behaviour and a belief in to his/her immediate expressed in terms of money, 
and considers it normal' absolute truths' Tamil`' achievement and recognition' 
Chi- 
Square 
49.744 108.387 
. 
908 
. 
071 
df I I I 1 
Asymp 
. Sig. . ..,.. -1 I 7OU 
a. rrushaº waºus ºesº 
b. Grouping Variable: I. ih\an pr group 
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The Libyan private sector participants have higher mean rankings with regard to 
national culture and the changes required in EIP. The UK public sector participants have 
higher mean ranking scores in responses to questions regarding organizational culture, 
EIP in the organization and their preferred form of EIP. It is only in relation to the 
question on allegiance that UK public sector respondents have a higher mean ranking 
than the Libyan private sector workers, (see Table 7a in Appendix 13). 
Table 4.2.7.1 b Organizational Culture 
Test Statistics', " 
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Chi-Square 24.320 314.208 79.726 368.326 21.133 4.439 
. 
972 
. 
115 2.591 
. 
303 1.186 1.179 
Df I 1 1 1 1 I I I I I 1 1 
Asymp. Sig. riýý (13; 324 
. 
735 107 582 276 277 
a. Kruskal Wallis Test 
b. Grouping Variable: Libyan pr group 
The results in Table 4.2.7.1 b that there are significant differences between respondents 
from the UK public and Libyan private sectors, but there are slightly more instances of 
no differences between there responses with regard to certain questions. The results in 
(Table 7b in Appendix 13) show only four occasions when the UK public sector 
participants had the higher mean ranking score. These were in Q7, Q8, Q9, Q 10, Q 11, 
Q12 and Q13. 
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Test Statistics°'b 
Fable 4.2.7.1 c [; l 1' in the Organization 
14 In iii company the level of 15. In my company the 10 In mm compam the satetN 17. In my company the opportunity 
involvement, participation and degree of autonomy of the work environment is for training and development is 
empowerment employees feel the employee is very important and employees very high and employees are 
is vcry high' -ranted, is very high' are directly involvedl' responsible for their self- 
development' 
Chi 
Square 
17.219 
. 
939 19.431 6.287 
df 
Asy mp. 
Si 012 
a Kruskal Wallis 'l'est 
b. Grouping Variable: Libyan pr `-group 
As can be seen from the results in Table 4.2.7.1c the assumed significance in responses 
to Q14 and Q16 are both 0.000 which is < than 0.01 which mean that there are 
significant differences between UK public and Libyan private sector participants in 
these areas. 
There are no differences in these participants responses regarding autonomy granted to 
employees or the self-development opportunities in their organizations. UK public 
sector workers had the higher mean ranking scores in all of these questions apart form 
Q14 regarding the level of involvement and participation as well as empowerment 
employees feel. These UK public and Libyan private sector vvOrkers also have 
differences in their opinion regarding the usefulness of E-Mails; Workplace Intranet and 
Workplace news letter or magazines and team-working in keeping them informed about 
their workplace. They also differ greatly in their opinion of having `individual 
conversations between a manager and his employee' being helpful in this respect, (see 
Table 4.2.7.1 d). 
Test Statistics A. b 
Table 4.2.7.1 d Preferred form of EIP 
18. Notice 19. F-Mails are 20. Workplace 21. Workplace 22. Team 23, lanion or other 24. Indi%idual 
Boards are a a helpful form Intranet are a ne\\s letter or ýNorking is a employee conversations 
helpful form of of employee helpful form of magazines are a helpful türm representative between a manager 
employee involvement employee helpful form of of employee bodies are a and his employee 
involvement practice in involvement employee involvement helpful form of are a helpful form 
practice in keeping you practice in involvement practice in the employee of employee 
keeping you informed about keeping you practice in workplace involvement involvement 
informed about this workplace informed about keeping you practice in keeping practice in keeping, 
this workplace this %%orkplace informed about you informed you informed 
this workplace about this about this 
k\orkplace workplace 
Chi- 
Square . 
939 45.865 16.147 25.098 68,624 5.365 65 r 5 1)ý 
df I I I I 
As ynip. 
Sig. 
a. Kruskal w allis I est 
b. (irouping. Variable. Libyan pr group 
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These participants however do not significantly differ in their opinions regarding the 
usefulness of notice boards or unions in keeping them informed. The mean ranking 
score for Libyan private sector respondents were higher than the UK public sector 
workers with regard to Q 18, Q21 and Q23 regarding notice boards and unions but also 
regarding the workplace news letter or magazines usefulness in this respect. There are 
no significant differences between these respondents regarding changes required to EIP 
according to results presented in Table 4.2.7.1 e. Additionally the Libyan private sector 
respondents had the higher mean ranking in comparison with the UK public sector 
workers (see Table 7e in Appendix 13). 
Test Statistics'" h 
Table 4.2.7.1 e Changes Required in EIP and the Possible Effects 
'ý Increased 1C% CIS of 26. The management 27. Management should 28. There is a need to 29, A change to the 
employee involvement of employees could be allow workers to change the existing existing employee 
and participation done in a way that participate and become employee involvement practice 
should be introduced at focuses more than on more involved in the involvement practice could make work life 
your company individuals decision-making process within the company more meaningful and 
satistjing 
Chi- 
Square 
18.521 8.519 26.721 76.057 16.55 
df I I I 1 I 
As) nip. 
(OH 
Sieg 
ll. 1\Itl,, lr-ll fY 111113 1 lJl 
b. (irouping Variable: I. ih\an pr ; group 
4.2.8 UK Private V Libyan Public 
UK private sector employees as can be seen from the results in (Table 5.1.7) strongly 
agree that in their society `... a persons' allegiance being toward immediate family' 
and `dominant cultural values emphasising a work ethic expressed in terms of money, 
achievement and recognition' 
Table 4.2.8 UK Private Sector Employee Responses Compared with Libyan Public 
Sector EmnlnvPP Rrýcrrýncac 
Mean Std. Deviation Std. Lrrur Mean 
l1K Private 3 6168 05966 1 
. 
11048 
National Culture . . 
Libyan Public 3.6559 
. 
74339 . 
01175 
lIK Private 3 7205 96192 
. 
I0029 
()ruanizatiunal Culture . . 
Libyan Public 3.2558 
. 
71328 
. 
01 128 
1: 11 in the organization 
l Ili Private 3.5109 1.03968 
. 
10839 
Libyan Public 3.5552 
. 
80196 
. 
01274 
Preferred tarnt off; IP 
UK Private 3.6348 1.01910 
. 
10625 
Libyan Public 3.9403 
. 
69692 
. 
01103 
Changes required in LIP and the possible effects 
UK Private 3.4946 
. 
92101 
. 
0960? 
Libyan Public 4.0053 
. 
66081 
. 
01048 
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In comparison the Libyan public sector employees who were usually in agreement to 
some extent with these statements, were in even greater agreement that in their 
.... country the 
less powerful person in society accepts inequality in power and considers 
it normal. The UK private sector employees showed the highest level of agreement with 
the notion that' '... managers in my company, are very good at keeping employees 
informed about changes in Staf ing.. ' but not so good, '... at keeping employees 
informed about financial matters including budgets or profits'.... There was also a 
general level of agreement that, `... managers are very good at keeping employees 
informed about changes in the way they do their job' as well as '... keeping employees 
informed about changes to the way the organization is being run'. There was also 
general agreement that, `... the employment relationship is about than just earning 
money' although it is also seen by some as '... a partnership of cooperation, even though 
`... employees tend to represent themselves in most circumstances'. 
As can be seen from the results presented, in the UK private sector there is apparently 
some kind of consensus on the level of disagreement regarding the fact that, ... the 
employment relationship is a partnership of cooperation'. Libyan public sector 
employees were mainly in positive agreement, to some extent with statements in Q5a to 
Q 13 and have a favourable view of their organizational culture. 
In the UK private sector there are levels of agreement from respondents with regard to 
the EIP within their organization however although there is general agreement with Q16 
and Q17. There is less from UK private sector employees that, '... union or other 
employee representative bodies are a helpfiii form of employee involvement practice in 
keeping you inf )rmed about the it'orkplace '. Notice boards were considered a most 
acceptable form of involvement by Libyan public sector workers. Many UK private 
sector respondents agreed to some extent that, '... management should allow tii'orkers to 
participate and become more involved in the decision-making process'. The level of 
agreement tell with regard to Q28, Q29, concerning, `... any need to change the existing 
employee involvement practice within the company', and whether such a change would, 
'... make tit'nrk lifi' more meaningful and satisfying'. There was even less general 
agreement amongst these UK private sector workers that, '... the management of 
employees could he done in a itway that focuses more than on individuals ', or that 
'... increased levels of employee involvement and participation should he introduced'. 
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Table 4.2.8.1 UK Private and Libyan Public Sectors 
Test Statistics"'n 
National 
Culture 
Organnational 
Culture 
E: IP in the 
organüation 
Preferred li)rm of 
I: IP 
('banges required in I. IP and the 
possible effects 
('hi-Square 
. 
060 31.231 
. 
076 5.948 31.287 
df I I I I I 
As. \ flip 
71)-/ 71%-1 M 
a. Kruskal \\ alles I rst 
b. Grouping, Variable. I 
-lbs an pr group 
NSt StatisticSm. 
h 
Table 4.2.8.1 a National Culture 
1. In my countr\ the less 2. The culture in nm\ ?. In mý countr\ a 4 In nmý c&, untn dominant cultural 
powerful person in society country adopts strict codes person's allegiance is to values emphasize a work ethic 
accepts inequality in power of behaviour and it belief in his/her immediate expressed in terms of money, 
and considers it normal' absolute truths' tamilý' achievement and recognition' 
cChi- 
Square 
I 5.631 1y. 1 I 0i I 1.246 
df I I 1 1 
: \sýmp 
MS 822 201 
a I'ruskal \\ al les I esl 
b. Grouping Variable. Libyan pr group 
In Table 4.2.8.1 a the assumed significance for employees' responses to Q2 regarding 
codes of behaviour shows there is a significant difference between those who responded 
from the UK private sector compared to those from the Libyan public sector, regarding 
national culture in their country. The mean ranking scores of neither group is 
consistently higher. 
As can be seen in Table 4.2.8.1 b below regarding organizational culture there are 
significant differences apparent according to the assumed significance values in 
responses from participants with regard to their organizations culture. However there 
are no differences between these UK private and Libyan public respondents regarding 
Q5b, Q6b and Q13 these results are similar to those between UK public and Libyan 
private participants see Table 4.2.7.1 b. 
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Table 4.2.8.1 b Organizational Culture 
Test Statistics 
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In their response to almost every question regarding organizational culture the Libyan 
public sector workers had the higher mean ranking. It was only in responses to the 
questions, already highlighted as having no difference between responses, that UK 
private sector participants scored a higher mean ranking, (see Table 8b in Appendix 13). 
However these employees opinions of EIP in their organization does not differ in regard 
to any of the propositions put forward, as none of the assumed significance values are 
less than 0.005, see Table 4.2.8.1c below meaning that these UK private and Libyan 
public sector workers opinions did not differ in any respect regarding the FIP in their 
organizations. The mean rank score had no consistently high direction of association. 
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Table 4.2.8.1 c I: I1' in the Organization 
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b. Grouping Variable: Libyan pr group 
In responses to the questions regarding the preferred form of EIP in their organization 
as can be seen from the results in Table 4.2.8.1d there are no significant differences in 
their opinion regarding the usefulness of E-Mails; or team-working, or `individual 
conversations between a manager and his employee' in keeping them informed about 
this workplace. There are significant differences in the responses of UK private and 
Libyan public sector workers with regard to the usefulness of Notice boards, Workplace 
Intranet and Workplace news letter or magazines, being helpful in this respect. Perhaps 
most significantly, but not surprisingly, given the differing natures of the organizational 
structures, in this comparison. 
They also differ greatly in their opinion regarding the usefulness of Unions or other 
forms of employee representative bodies. In all but one of the questions regarding their 
preferred form of EIP Libyan public sector participants had the higher mean ranking. It 
was only in responses to Q22 regarding team work as a helpful form of EIP that UK 
private sector participants scored as higher mean rank. 
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Table 4.2.8.1 e Changes Required in EIP and the Possible Effects 
Test Statistics""' 
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As can be seen in Table 4.2.8. le where the assumed significance value for any itemised 
variable, <0.01 means there are significant differences, such differences exist between 
UK private and Libyan public sector workers regarding, the levels of EIP, its 
management. the changes required in EIP and the possible effects of such changes. 
They have different opinions regarding, the suggestion that management should allow 
workers to participate and become more involved in the decision-making process, and 
even whether there is any need to change the existing employee involvement practice 
within their company. 't'here are also significant differences in these respondents 
opinion regarding whether, any change to the existing employee involvement practice 
could make work life more meaningful and satisfying. These respondents do not differ 
however in their opinion that the management of employees could be done in a way that 
focuses more than on individuals. In their responses to all of these questions the Libyan 
public sector workers had the higher mean ranking score. 
4.3 Significant Results 
It needs to be noted that as mentioned earlier that one key consideration which the 
researcher recognized early on was the need for the level of agreement whith respect to 
the level of analysis. With the sample sizes being imbalanced combined with the 
cultural differences, the researcher was critically aware of the need to highlight and 
qualify the findings so not to bias or skew the data. The addition of semi-structured 
interviews provided a means of addressing this concern. The mean rankings for some 
questions from the UK respondents had higher frequency scores than those of the 
Libyan participants. However in the mean rankings generated for questions on EIP in 
the organization there is no consistency apparent. Private sector respondents scored 
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higher on the national and organizational culture questions while public sector 
participants mean ranking was higher in the other categories. Libyan private sector 
participants scored higher with regard to the preferred form of EIP and the need for 
changes and their possible effects but not with regard to organizational culture. On the 
questions measuring respondents' opinions regarding the existing organizational culture 
in their companies, UK public sector employees had different opinions from their 
compatriots in the Libyan public sector. There is also evidence from the data that UK 
public sector employees disagree with their Libyan public sector compatriots with 
regard to the proposition that, in their `company the level of involvement, participation 
and empowerment employees feel is very high'. Although unlike their counterparts in 
UK and Libyan private sector companies, these respondents had a significantly different 
opinion, regarding the usefulness of `Individual conversations between a manager and 
his employee as a helpful form of employee involvement practice in keeping you 
informed about this workplace'. But with regard to the usefulness of `Workplace 
Intranet' there were no significant differences. 
There where, only apparent differences, in the main variables of national culture and 
organizational culture in the comparison of UK private sector employees with those in 
the Libyan private sector. The main apparent differences between respondents in the 
UK private sector with Libyan private sector participants to this survey indicated 
differences in the main variables of organizational culture and changes required in the 
EIP in their company. 
Nevertheless on closer examination the results show that the main area of difference 
between these participants' responses are with regard to the culture in their country and 
whether or not it, `adopts strict codes of behaviour and a belief in absolute truths'. 
There are no significant differences between Libyan public sector and Libyan private 
sector respondents regarding any changes required in EIP and the possible effects. The 
mean ranking scores for Libyan public sector respondents are consistently higher with 
regard to EIP in the organization, preferred form of EIP and changes required in EIP 
and the possible effects. These scores for Libyan private sector respondents are higher 
with regard to National and Organizational culture. There are also differences in 
respondents' answers to questions regarding the degree of autonomy granted to 
employees, health and safety and self-development in their organization. The opinions 
of UK public or private employees do differ significantly, regarding their preferred form 
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of EIP as these workers have different views regarding the helpfulness of the Workplace 
Intranet; Team working or the use of individual conversations between them and a 
manager in keeping them informed about their workplace. In there responses 
participants do not have significantly different views regarding the helpfulness of notice 
boards, e-mails, workplace news letters and the union or other representative body in 
keeping them informed. Results indicated differences between UK public and private 
workers regarding the need for change in their organizations - EIP in their opinion 
`management should allow workers to participate and become more involved in the 
decision-making processes. 
The literature review identified that the prevalent national or organizational culture and 
corporate governance in any country maybe due specifically to the social, economic and 
political situation. Additionally the organizational culture is also a set of values, beliefs 
and attitudes operating within a company which are promoted by the executives and 
senior management as well as the prevalent form of corporate governance established in 
the country. Furthermore it was clear that the existence of collective workplace 
partnerships; works councils, employee representative committees; traditional work 
based unions or more individualised forms or concepts of giving employees a voice 
would indicate the direct or indirect technique in use for the employment relationship 
within an organization. This relationship in turn would affect not only the level of 
involvement and participation employees were allowed but also the organizations 
policies on health and safety and training and development. The Libyan private sector 
participants have higher mean rankings with regard to national culture and the changes 
required in EIP. The UK public sector participants have higher mean ranking scores in 
responses to questions regarding organizational culture, EIP in the organization and 
their preferred form of EIP. There are no differences in these participants responses 
regarding autonomy granted to employees or the self-development opportunities in their 
organizations. UK public sector workers had the higher mean ranking scores in all of 
these questions apart from the one regarding the level of involvement and participation 
as well as empowerment employees feel. The UK public and Libyan private sector 
workers also have differences in their opinion regarding the usefulness of E-Mails; 
Workplace Intranet and Workplace news letter or magazines and team-working in 
keeping them informed about their workplace. They also differ greatly in their opinion 
of having `individual conversations between a manager and his employee' being helpful 
in this respect. 
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In their response to almost every question regarding organizational culture the Libyan 
public sector workers had the higher mean ranking. It was only in responses to the 
questions, already highlighted as having no difference between responses, that UK 
private sector participants scored a higher mean ranking. However these employees 
opinions of EIP in their organization does not differ in regard to any of the propositions 
put forward, meaning that the UK private and Libyan public sector workers opinions 
did not differ in any respect regarding the EIP in their organizations. They do differ 
greatly in their opinion regarding the usefulness of Unions or other forms of employee 
representative bodies and the suggestion that management should allow workers to 
participate and become more involved in the decision-making process, and even 
whether there is any need to change the existing employee involvement practice within 
their company. There are also significant differences in these respondents opinion 
regarding whether, any change to the existing employee involvement practice could 
make work life more meaningful and satisfying. These respondents do not differ 
however in their opinion that the management of employees could be done in a way that 
focuses more than on individuals. 
In this chapter of the analysis and interpretation section of this thesis the quantitative 
data collected from the employees' questionnaire has been tested. The results being 
analysed to reveal areas of difference between the responses of particular groups based 
on the country or sector in which they worked. In the next chapter of the analysis and 
interpretation section the qualitative data collected in the transcripts of the taped 
interviews carried out with managers is presented and by using analytical induction, 
they are interpreted. 
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Chapter Five 
Qualitative Analysis and Interpretation 
5.0 Introduction 
It was apparent from the literature reviewed that in the developed countries of the West, 
such as the UK, there is a difference between public and private enterprises in their 
propensity to use the various forms of EIP, for example the use of autonomous teams as 
an employee involvement practice Boselie, Paauwe, and Richardson, (2003); Luna- 
Arocas, and Camps, (2008). The main aim of this research was to critically and 
analytically explore the nature of employee involvement and participation (EIP) in UK 
and Libyan contexts. In the previous chapter of the analysis and interpretation section, 
of this thesis, the quantitative data from the employee questionnaire and the 
management interviews were analysed in order to reveal areas of difference between the 
responses of particular groups based on the country or sector in which they worked. In 
this chapter the researcher intends to review the qualitative data collected in the 
transcripts of the taped interviews carried out with managers. 
The interviews with managers (Appendix 4) where carried out to investigative their 
attitudes towards the EIP prevalent within their culture, organization and sector 
additionally they were questioned regarding the particular type of economy in which 
their organization operated. In particular these managers were asked about the 
employment relationship they had within their company and whether or not their 
management style and level of communication with employees adopted an 
individualistic or collective approach. These managers were also questioned on the 
status of their organization within the country and the nature of their country's 
economy. Finally they were asked to indicate the preferred form of EIP within their 
company and to comment on the nature of employee involvement and participation 
(EIP) in UK and Libyan contexts. The research report had hypothesised that there 
would be significant differences between the two national cultures, as well as 
differences between the organizational cultures they countenance and therefore the EIP 
which is predominant within organizations. In order to prove or disprove the hypotheses 
it was necessary to show if there were any significant differences between UK and 
Libya respondents in their respective nations and within their public and private sectors. 
The initial contact with each company was made by phone or letter (see Appendix Five) 
it was necessary to convince the reader that the request for access was worth supporting 
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and that the benefits of the research proposed outweigh the likely costs to the company 
in time and disruption of work. Informed consent was sought from each person 
interviewed and questioned and they were asked to sign a form prior to being 
interviewed or taking part in the research. All of the participants were assured 
anonymity. 
In order to carryout this qualitative analysis the responses of managers were categorised 
into five main groups. The questions designed and tested for managers (see Appendix 
Four) were developed with the direct intention of highlighting; 
1. Their views on the frcedom or autonomy offered to employ «s, in their own 
nation, organization and sector; 
2. The emphasis placed on health and safety of employees in the work environment 
and the opportunities employees are given for self development as well as 
involvement in decision making by the organizational culture; 
o3. How managers within these organizations led about 111di\'iduýºI elllplo ký liýi 
col1«tl\ e reps eseiltation; 
4. Their own particular management style; 
5. The effect of more direct methods of communicating with employees. 
These colour codes allowed a clearer presentation of comparisons in management 
opinions 
In the interview there were also questions relating to; 
" The nature of their countries economy; 
9 The type of corporate governance under which they must work; 
9 The form of employee representation which exists in their company 
These managers were also asked to comment on; 
" The EIP that takes place in their company; 
" The need for any change in their company's present practices; 
" The effects that may come about as a result of any such change. 
In this chapter the qualitative group data is presented and then analysed. 
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5.1 Qualitative Group Data 
Cases where Managers were Interviewed 
Table 5.1.1 
Company Case 
National Oil Institution No I LPUS Manager 
Social Services No 2 LPUS Manager 
General Electricity Company No 3 LPUS Manager 
Tripoli Medical Centre No 4 LPUS Manager 
General Post Services Company No 5 LPUS Manager 
Institution Local Bank No 6 LPUS Manager 
Public Construction Company No 7 LPUS Manager 
Table 5.1.2 
Company Case I Company Case 
Factory of Wool No 8 LPS Manager 
Factory of Paint No 9 LPS Manager 
Company for Consultancy and Training No 10 LPS Manager 
Health Services Company No 11 LPS Manager 
I 
Road and Bridge Company I No 12 LPS Manager 
Water Refining Company No 13 LPS Manager 
University of Seven October No 14 LPS Manager 
Table 5.1.3 
Company I Case 
Cheltenham Art Gallery & Museum No 15 UKPUS Manager 
Gloucestershire College No 16 UKPUS Manager 
University of Gloucester (the Library) No 17 UKPUS Manager 
University of Gloucestershire MBA Dept. No 18 UKPUS Manager 
NHS Gloucestershire HRM Dept. No 19 UKPUS Manager 
Tourism Information Centre No 20 UKPUS Manager 
University of Gloucester ( SU) No 21 UKPUS Manager 
Table 5.1.4 
Company I Case Company I Case 
BPE Solicitors No 22 UKPS Manager 
CGT Estate Agent No 23 UKPS Manager 
Holiday Express No 24 UKPS Manager 
Rickerbys Solicitors HRM Dept. No 25 UKPS Manager 
NFG Estate Agent No 26 UKPS Manager 
Spice Lodge No 27 UKPS Manager 
UCAS No 28 UKPS Manager 
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Each of these twenty-eight managers were interviewed and with their permission the 
conversations were taped, the transcript of the full interviews with Libyan managers are 
in are in (Appendix 10a), UK managers transcribed responses are in (Appendix 10b). 
The questionnaire for this research was distributed to both Arabic and English speaking 
countries, but was first developed in English. The English was translated into the Arabic 
language before distribution in Libya. At a later stage the Arabic translation of the 
questionnaire was then translated back into English. As a general rule Arabic tends to be 
more explicit than English meaning what is implicit in English often has to be spelled 
out in Arabic. This raised certain risks in translation of the questionnaire as well as with 
the re-translation of interview answers. However as can be seen in the in the tables 
presented in (Appendix 11) managers transcribed responses were also categorised to 
show any difference between public and private enterprises in their propensity to use the 
various forms of EIP. 
There was also a need to investigate organizational culture and corporate governance 
and the degree to which these contribute to the autonomy employees have as this would 
highlight the emphasis placed on health and safety of employees in the work 
environment and the opportunities employees are given for self development as well as 
involvement in decision making in their company and the individual or collective nature 
of the employment relationship. Managers were also asked how they felt about the 
nature of their countries economy as well as the type of corporate governance under 
which they must work. 
Finally interview questions were asked to ascertain managers' opinions of the EIP that 
takes place in their company they are also asked for their views on the need for any 
change in their company's present practices and the effects that may come about as a 
result of any such change. 
5.2 Qualitative Analysis 
The necessity to analyse qualitative data collected is essential, to fully appreciate the 
managers' views and opinions and to triangulate these, with the findings from the 
employee questionnaire. The analysis of the qualitative data involved an iterative 
examination of selected cases to identify the cause of a particular phenomenon and 
utilised a categorisation process, (Yin 2009). 
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5.3. Interpreting Qualitative Data 
The purpose of the analysis of qualitative data `is to reveal patterns and recognize 
relationships between categories. In order to prove or disprove hypothesis, ' (Saunders 
et al, 2009, p. 482). The main steps in the analysis were; the disaggregation of data into 
units by open coding and then; the recognition of relationships between categories were 
achieved by axial coding. Finally there was an integration of categories to produce a 
theory by selectively coding. A theoretical or descriptive framework was created to 
identify the main variables, components, themes and issues in the research project and 
this analytical strategy coupled with the review of the literature provided the key themes 
and patterns to search for in the qualitative data collected from the interviews. The 
transcripts of the interviews with managers and the interpretation of the initial group 
data were processed in a Scansoft (Simple search Text Bridge) software package. This 
allowed the electronic versions of the interview transcripts to be imported and 
thoroughly searched. Certain key words and phrases linked to the colour coded themes 
the research report developed from the literature reviewed were sought out, to collate 
managers' responses and compare these responses across each country and sector. 
The process involved unitising data relating to a key word, a line or a sentence and then 
repetitively investigating all twenty-eight interviews carried out in a case by case basis 
to answer the main research questions. 
1. How does national culture affect the nature and extent of EIP which exists in 
Libya and the U. K? 
2. How does organizational culture the EIP present in public and private 
organizations in Libya and in the U. K? 
3. What particular forms of EIP are most prevalent in public and private 
organizations in Libya and in the U. K? 
5.3.1 Analytic Induction 
There were twenty-eight managers interviewed for this survey, fourteen from Libya and 
fourteen from the UK in each of these countries seven managers worked in private 
sector companies, while the remaining seven worked in the public sector. 
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There are two main variables to be considered for this analysis each of which comprise 
of a number of components. The understanding of these main variables and components 
will allow a comparison to be made between Libyan and UK public and private 
managers' opinions and their attitude to the key theme and issue regarding their 
organizations present employee involvement and participation (EIP) practices and the 
need and possible effects of any change. Coding of the main areas, to be investigated 
their internal components, as well as the outcomes of EIP allowed the recognition of 
relationships between cases. 
5.3.2. Qualitative Data Analysis Structure 
The questions and responses from the managers surveyed are grouped by an identifier, 
some question are in more than one group. The intention is to answer the research 
questions by discovering any differences, first of all in the view of each manager with 
regard to nature of their countries governance and economy. Then to compare their 
opinions on the organizational culture and their own style of management in the 
employment relationship and finally to investigate any difference in their attitude to the 
need for change in their companies EIP and their feelings about the effect of any such 
change. Comparisons have been made between, managers' responses by country, as 
well as by sector. The research report presents data from a cross comparison of UK 
private V Libyan public sectors and UK public V Libyan private sectors. 
Table 5.2 Key to the Qualitative Results 
National Culture Component 
The nature of their countries economy 
The type of corporate governance under which they must work 
Table 5.2. a 
Organizational Culture Component 
Freedom offered to employees 
Opportunities employees are given for self development 
Emphasis placed on health and safety of employees 
Involvement in decision making by the organizational culture 
Individual employee and collective representation 
Management style 
Methods of communicating with employees 
The form of employee representation which exists in their company 
The EIP that takes place in their company 
Identifier Question 
NCC1 Q10, Q11, Q12 
NCC2 Q6, Q8Q9, 
occl Q1 
OCC2 Q2 
OCC3 Q3 
OCC4 Q5 
OCC5 Q5 
OCC6 Q4, Q7, Q13 
OCC7 Q4, Q5, Q13 
OCC8 Q14 
OCC9 Q15 
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Table 5.2b 
Outcomes 
The need for any change in their company's present practices Tl 1Q 13, Q 16, Q 17 
The effects that may come about as a result of any such change T12 Q18 
In the initial analysis of the group data the managers responses were presented as 
individual cases, these individual response have now been grouped and each is labelled 
to identify whether the manager works in the UK or Libyan public or private sectors, 
(see Table 5.2.1) below. 
Table 5.2.1 
Respondents Identifier 
Libyan Public Sector Libyan Priv ate Sector UK Publi c Sector UK Private Sector 
Case I LPUSI Case 8 LPS8 Case 15 UKPUSI5 Case 22 UKPS22 
Case 2 LP11S2 Case 9 LPS9 Case 16 UKPUSI6 Case 23 UKPS23 
Case 3 LPUS3 Case 10 LPS10 Case 17 UKPUSI7 Case 24 IJKPS24 
Case 4 LPUS4 Case 11 LPS 11 Case 18 UKPUS 18 Case 25 l1KPS25 
Case 5 LPUS5 Case 12 LPS12 Case 19 UKPUSI9 Case 26 LJKPS26 
Case 6 LPUS6 Case 13 LPS13 Case 20 UKPUS20 Case 27 UKPS27 
Case 7 1. PUS7 Case 14 LPS14 Case 21 UKPUS21 Case 28 UKPS28 
The presentation of ALL the managers' responses produced a rather large and ungainly 
table which can be seen in (Appendix Eleven). The most significant differences between 
managers' responses in both countries and sectors are presented in the next section. 
5.3.3 Qualitative Data Analysis Results 
A colour coding system was used were R F. 1) indicates managers views on the freedom 
or autonomy OtTe cd to employees, in their own nation, organization and sector. 
Answers highlighted in BLUE are related to the emphasis placed on health and safety of 
employees in the work environment and the opportunities employees are given for self 
development as well as involvement in decision making by the organizational culture. 
Managers were also asked for their opinions regarding indi\ idluaI empplu> cc and 
collýýtiý ýcjýIL en<atiou their responses to these questions are highlighted in (ºRFFN. 
The answers given by managers regarding their oven particular management style are 
highlighted in PURPLE. These managers were also asked to comment on the effect of 
Illtýrý (Iilrcct 111Ct11( 1 of COI1 lllllnicatlm-, \ itll elnplo` ces and their responses are 
highlighted in PINK. Initial comparisons are drawn between managers working in the 
private sectors of both countries, to discover if corporate governance and the 
organizational culture it implements affect managers' attitudes. 
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5.3.3.1 Libyan Private Vs UK Private Sector 
In the very first question (OCC 1) put to managers in the interviews, they were asked 
about the freedom or autonlonl) uttered to employees \ ithllll their organization. 
Although most of the Libyan private sector managers stated that the existing 
employment relationship in their company allowed c'nlj)IOVc'c'. S 1) aact a111017nnlorr. ýlI' to 
some extent, there were two who felt this was not at all the case. In the response from 
UK private sector managers to this question, there were three who felt their employees 
Urc'IC allutir ed tU act (1111011oilioil. sli,, with the remainder pointing out that the employment 
relationship in their company contributed a great deal to employee autonomy. 
In order to further investigate the employment relationship in these Libyan and UK 
private sector companies. In the questions grouped for identification as (OCC2, OCC3 
and OCC4) managers were asked specifically about employees' opportunities for self- 
development in the company, the importance of health and safety in the company and 
also their own opinion on the effect of directly communicating, «ith employees. Most of 
the Libyan private sector managers, four of them in fact, stated that in their 
organizational culture, employees were given opportunities for self development to 
some extent, the other three felt this happens a great deal. There were many more UK 
private sector managers who felt this was the case in their company. In both of the 
groups of managers, whether from the UK or Libyan private sector, the consensus of 
opinion was, that in both their organizations health and safety was an important issue. 
There was once again almost total agreement among these UK and Libyan private 
sector managers with regard to question five in the interview. They all definitely agreed 
that co,, iiniinicaling clirecllj' frith CIir/)lnjcc'. s / rmnoýlc'. S o (Onri1 onalm o/ iiitc'r t'. st. s 
hctºi c eii einpploi't'e and or"gaMi_atiou. There was however one UK private sector 
manager who felt this was only true to some extent. 
There are differences between UK private and Libyan private sector managers in the 
interviews regarding the nature of their countries economy (NCC 1) which would have 
an effect on their organizations culture. They are from two very different cultures and 
the nature of their countries economy and its political make-up are very different. In 
response to the question concerning central economic planning and bureaucratic 
control most of the Libyan managers working in their private sector felt that this was 
not at all the case, however there were those who felt there was such control and 
bureaucracy at least to some extent. In order to discover what these managers who were 
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interviewed felt about the state of the economy in which they worked, they were asked 
regarding the allocation of resources, formulation of competitive strategies, bureaucratic 
control and the raising of finance as well as any constraints they felt existed on markets. 
The only group of managers who all agreed to some extent, that their organization had 
substantial discretion over the allocation of resources where those in the UK private 
sector companies. The same seven UK private sector managers again agreed to some 
extent that their organization had substantial discretion over the formulation and 
implementation of its competitive strategies. There was some but slightly less support 
from Libyan private sector managers for this proposition. 
According to the majority of UK private sector managers there definitely was central 
economic planning and bureaucratic control in their country although some stated this 
was not at all the case. There are four of the Libyan private sector managers who stated 
that, in their opinion there is no control on companies raising finance to provide 
operating funds. Most of the UK private sector managers agreed. All of the Libyan 
private sector managers questioned felt that in their country established institutions 
facilitate markets. The UK private sector managers however had varying opinions of 
this matter and although one said this was the case to some extent, there was one who 
felt established institutions facilitated markets, while yet another felt they in fact 
constrained them. 
In their responses to the next group of question identified as (NCC2) there are 
remarkable similarities between the managers from the UK and Libyan private sectors 
in their responses. Perhaps due to the fact that they are not state owned all of them point 
out that their organizations has discretion over the allocation of its resources as well as 
discretion over the formulation and implementation of its competitive strategies. This 
fact indicates quite a significant degree of freedom from government intervention. In 
their answers concerning formulation and implementation of competitive strategy, there 
were two UK private sector managers who stated this was not the case at all. The first 
stated that in his opinion, `we as a company have opportunities. If we want to expand 
then there's nobody tying us back to do so, so I feel that we have got the opportunities 
to develop, so we're not tied to planning or bureaucratic control because the 
opportunities are within our country. `We don't have that. Because of the nature of our 
business, things like that don't affect us'. The other manager said, No, there isn't any 
control. We do have to pay tax to the government on our income and that's about it. 
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Yes, we pay the VAT, which is value added tax, and apart from that there is no control 
at all'. When he was subsequently asked, What about the central economic plan? he 
stated, 'No, no, there isn 't. This is more or less an independent company. You 're 
running the company as you see fit. At the end of the year, if you make profit you pay 
tax on it, end of story. There isn't any control from the government at all, as far as I 
know'. The next question considered the control placed on companies raising finance to 
provide operating funds. Only two Libyan private sector managers felt this was the case. 
According to those managers in the UK private sector who answered this question this 
was a proposition with which they strongly disagreed to some extent of those managers 
who actually answered the question they both agreed to some extent to some extent that 
in the UK this was not the case, the first said, 'No, not at all. Because of the type of 
industry we 're in, it 's down to the local economy really. It's the fact that people are 
looking for properties to rent out and that 's what we offer. So we 're not sort of confined 
by any institute or anything on that really'. The other stated that, 'We 're in a free 
market economy, so it 's not... It is an open economy, but I don 't feel I'm the best person 
to answer that question'. 
In the next couple of questions these managers were asked to comment on how they felt 
about employee representation and participation within their company. In the Libyan 
private sector ALL the companies had unions, as they did in the Libyan public sector. 
The question put to managers of both countries regarding union recognition was 
intended to highlight any differences that might exist regarding employee 
representation. This question in identifier (OCC8) was asked in conjunction with 
(OCC9) which is a question specifically to investigate the nature of employee 
involvement and participation (EIP) in each sector and country. The Libyan private 
sector managers all state that they definitely do have a policy of union recognition in 
their companies. This fact is not so strange given that there is legislation in place for 
this, and there is even a Minister for the Unions. There is only one UK private sector 
manager who definitely confirms this is the case in his company, another says that 
unions are recognized to some extent, of the remaining five managers, four state that, 
this is not at all the case in their organization and one admits that they do not know. 
The questions next grouped together for interpretation identified as (OCC6 and OCC7) 
were intended to highlight the position of managers within their companies, their power 
and particular management style and the individualistic or collective relations this st) Ic 
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promotes wti itli their employees. The results reveal almost total agreement from these 
managers from the private sectors of either country in response to the question 
regarding their particular management style. All of them stated that their particular style 
of management prof iute. s conll)111iiicalion c/1; ¬c Ill till/1 Talher 1/, al, 1/11rorg-h 
c'ni Ioi'ec ,c ýý, , crýtntive channels, there was only one Libyan private sector manager 
who sated this was not at all the case. All of these managers from the UK and Libyan 
private sectors pointed out that they, do you have discretion to acquire and allocate 
resources there was a single Libyan private sector manager who felt he only had this 
power to some extent within his organization. As all of these managers are operating in 
private sector companies this could have an effect on their position and power, it may 
also have an effect on the management style they employ and the lillllý idtialiýtiý or 
colltctiv C Mthil L iii thc. iF Cornllliullicatiori vv ith eIliploy ces. There was a number of 
employee participation practices suggested to each of the managers questioned, they 
were asked to indicate those which they felt worked best. The nature of EIP in the 
Libyan private sector companies is apparent from the managers" responses to question 
fifteen in the interview they were each asked their preference from a number of forms of 
EIP. The first preference for these Libyan private sector managers was upward problem- 
solving (UP), the most common second choice was representative participation (RP) 
except in one instance where one of these Libyan private sector managers preferred top- 
down communication (TD). These results could not be more different from those 
presented for the UK private sector managers' preferences. Their first choice in almost 
every case was top-down communication (TD) with upward problem-solving (UP) 
being the second preference. There was only one of these UK private sector managers 
who stated a preference for representative participation (RP) and in fact none of them 
made a third choice from the possible forms of EIP. In the remaining questions of the 
interview the intention was to acquire the attitudes of these UK and Libyan private 
sector managers, to question particularly relating to EIP, see (TI1) and (T12), in these 
questions the outcomes of EIP were highlighted. Question (TI 1) was meant to assess 
managers' feelings about the need to increase the levels of EIP in their company. They 
were also asked how they felt about management in their company allowing workers to 
be more involved in decision-making. Every single manager from the Libyan private 
sector, with the exception of one, stated that they definitely felt, increased levels of 
employee involvement and participation should be introduced at your company and also 
that, management in their company should allow workers to participate and become 
more involved in the decision-making process. 
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In the Libyan public and private sectors the majority of managers agreed to some extent 
that increased levels of employee involvement and participation should be introduced, 
although there was less support for employees becoming more involved in the decision- 
making process. In fact two of the public sector managers did not necessarily agree to 
this idea, the first pointed out that, `The organizational culture in the company means 
making that most of the decisions electricity that comes from senior management and 
there is the need for total secrecy, and often most of the employees do not feel 
responsible due to the different cultural and educational level of workers'. Another 
took a similar line, saying, `The organizational culture in this company is generally that 
all decisions are governed by top management confidential decisions always demand 
secrecy and employees do not always have the necessary experience to be able to make 
the right decision at the institutions and private banks Most of the decisions coming 
from senior management and there the need for total secrecy and often most of the 
employees do not feel Responsibility different cultural and educational level of 
workers'. The final manager who was opposed to employee involvement in decision 
making said, Not in all things, Regarding the company's strategy workers and should be 
experienced and qualified to offer scientific assistance and to contribute to the decision- 
making and decisions of senior management personnel some decisions, should be made 
without consulting other workers without reference'. However all of these Libyan 
managers in both the public and private sector agreed to some extent that a change in 
the existing employee involvement practice could make work life more meaningful and 
satisfying for workers. 
In the UK, whether it be in the public or private sector, there was less support for the 
proposition that increased levels of employee involvement and participation should be 
introduced in their company. There were three managers from the UK public sector who 
disagreed to some extent with the introduction of increased levels of EIP. The first, said 
`No, and the reason is that we actually do get quite a bit of information. We have 
employee representatives, we have union representatives, we have regular meetings, 
you know, we actually do have quite high communication anyway and I think anymore 
communication we wouldn't get any other work done, so I think really with 
representative participation, with the trade union, with different committees, with 
different meetings, I have enough. I don't feel it would be of any benefit to have 
anymore than we have now'. The other manager said, `I think we've already probably 
got quite high levels of employee involvement, and maybe spoken like a true general 
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manager I don't think I'd be worrying too much about increasing it any further. I 
suspect if you spoke to staff they'd all want involvement in everything. I think we involve 
them where necessary at the moment, and on quite a lot of occasions, and are open to 
their input. I would say we probably don't need to increase it any further at the 
moment 
Of the seven managers interviewed in the UK private sector five definitely agreed and 
one definitely disagreed with the introduction of greater levels of employee involvement 
and participation. There was only one who agreed to some with increasing the level of 
EIP and stated, `I do, yes. I think employee involvement and participation is... It has to 
be done. If you're not getting your staff to participate then they won't care. We have 
team building meetings. We go out for a lot for meals to get the staff bonding together'. 
The reasons for thinking the introduction of increased levels of EIP were unnecessary 
from UK private sector company managers' included four who felt, the level was quite 
sufficient at the moment with comments like, `I think at the moment we've got about the 
right level here' or `I'm not sure that we would need to have increased levels of 
employee involvement because we've got very high ones anyway', and I don't think it 
needs to be introduced, no. We already have a lot of employee involvement through the 
staff council, which is an organization that puts employees' thoughts forward to help 
make the company better ; as well as `I think that we already offer that. We let our staff 
have a free reign of day-to-day running so their involvement and participation is key to 
what we do anyway, so I think we already do that'. There was one who felt there were 
certain areas that workers could not be involved in, and stated, `Well, it depends on 
what. You don't want to involve all your staff in finance, you know' and another who 
brought up the management prerogative when saying, `No. No, because we are a small 
organization. We have some employee participation every day because of the way we 
manage, because of the way we sit. We all sit at the same table. Everyday there is some 
participation, but there comes a point in any discussion where the person in charge, the 
boss has to say `Okay, I've heard but that's what we're doing. ' 
In answer to the next question regarding workers participation in decision making there 
were two of the seven UK private sector managers who agreed to some extent that this 
should be allowed. The manager who most agreed with the involvement of workers in 
the decision making process, said, `Definitely. The staff that we have here, it wouldn't 
be fair for us to bring in a new situation and not ask them what they think The staff 
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have a better idea and that's why you need to have a meeting. You might think your 
ideas are correct and that's the best way to do it but the staff may not think that and 
they might have a better idea, so you need to sit down and talk to all your staff and have 
a team bonding meeting where you can throw ideas out, catch ideas, and that way 
you've got a whole different range of ideas and not just your own, and that's the best 
way for decision-making. You do it as a team. You don't do it as a singular person'. 
However, of the seven managers interviewed in the UK public sector company's there 
was one who definitely disagreed to some extent with this proposition and said, No. As I 
say before, you know... the reason is that we actually do get quite a bit of information. 
We have employee representatives, we have union representatives, we have regular 
meetings, you know, we actually do have quite high communication anyway and I think 
anymore communication we wouldn't get any other work done, so I think really with 
representative participation, with the trade union, with different committees, with 
different meetings, I have enough. I don't feel it would be of any benefit to have 
anymore than we have now'. This same manager was one of the UK public sector 
managers interviewed who all agreed to some extent that a change to the existing EIP in 
their company would make work life more meaningful and satisfying for workers. This 
manager stated, `I mean, as I say, I think the employee involvement is at a good... It's 
reasonable. What I would like more of to make my life more satisfying is that somebody 
from senior management took on board some of the feedback from us to then do 
something with it and maybe have a more robust action plan and timescales about how 
these issues could be resolved. I guess I would like a change to the existing practice 
because it currently doesn't always work particularly well. Senior management need to 
be more responsive to people at our level when issues arise and need to be resolved 
quicker and more satisfactorily'. The responses from UK private sector managers are 
completely different regarding this proposition, from the six who actually gave a 
positive answer, three of them agreed to some extent to some extent but the other three 
did not. 
The first of these managers said, No, I believe the ethos our company has, the staff are 
very happy. We have very few issues of staff grievance, you know. As a company we 
look at growth and try to promote staff within, so I feel the staff have a very good 
opportunity to progress their career. There are quite a few examples of staff going from 
one office to another promoting their sort of aspects of employment. For our benefit, we 
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feel that we offer the sort of clients the opportunity already. We have a very low ratio of 
staff leaving. In the last three years I think there is only two members of staff who left 
the company to go onto other employment. The majority of staff we have go from one 
office to another with promotions, so that gives you a fine example of staff happy with 
the type of involvement practice we have. Another manager stated, `In my company I 
doubt it because at the moment everybody is happy. They know what they are doing. 
They are all happy. They've got their upper level; they've got their manager who is 
telling them what to do. They're happy with that. YI suddenly said to them `Okay, now 
everybody has got the supreme power and nobody listens to nobody, ' it's not going to 
run well. The remaining manager of this group gave a much more forceful reason for 
disagreeing that changing the present levels of EIP would affect the work life of 
employees. In answer to the question concerning the need for such a change and 
whether it would increase worker satisfaction he stated, `Yes, I do, but it doesn't mean 
that I would do it because the primary purpose for me being here is to make money; it's 
not to increase worker satisfaction. If worker satisfaction occurs as a coincidence that's 
great, but it's not why we are here. We're here to make money. 
In the final question put to managers in the interview, (T12) they were asked, Do you 
think a change to the existing employee involvement practice could make work life 
more meaningful and satisfying for workers? Ever Libyan private sector manager stated 
that they definitely felt this would be the case. Only two of the UK privates sector 
managers felt the same way, one did not know, and the remainder felt this would not 
necessarily be the case. There was greater positivity from those managers in both the 
Libyan public and private sectors regarding the need for increased levels of employee 
involvement and the subsequent effect on worker satisfaction, but markedly less support 
for workers participating in the decision making process. In comparison managers in the 
UK public sector were in agreement with their Libyan counterparts and those Libyan 
managers from the private sector, whereas UK private sector managers tended to 
provide negative responses to these questions. 
However as has previously been pointed out one Libyan private sector manager, stated 
that these changes in EIP were not necessary and another of his colleagues, who felt 
there definitely should be increased levels of EIP, also stared that, workers involvement 
in decision-making was not necessary. In the results from UK private sector managers, 
there is a more negative theme that appears. Of the seven managers interviewed and 
183 
asked for their attitudes, stated that there definitely should be increased levels of EIP in 
the company another said definitely not. The remaining UK private sector managers felt 
that such a change was just not necessary. There were two of these managers' who felt 
workers should, definitely not, be involved in decision-making, three others felt that 
such a change was not necessary, the remaining two however stated that in their opinion 
management should definitely, allow workers to participate and become more involved 
in the decision-making process. 
5.3.3.2 Libyan Public Vs UK Public Sector 
In response to the question concerning their particular management style and its 
promotion of direct communication with employees rather than through employee 
representatives, there was almost total agreement from managers working in the UK 
private and public sectors as well as the Libyan private sector. However there was less 
support for this proposition from managers in the Libyan public sector. This result was 
strange, as in answer to the next question, regarding direct communication and it 
promotion of a commonality of interests between the employee and the organization, all 
of these Libyan public sector managers agreed to some extent. There was one Libyan 
private sector manager and another manager working in the UK public sector who 
agreed to some extent with this proposition to some extent, there was also total 
agreement from the UK private sector managers who took part in the interview. 
There were five of the Libyan public sector managers who stated that they had the 
discretion to allocate resources, all of the Libyan private sector said that they had this 
discretion. In the UK public sector companies surveyed, four managers said they had 
this discretion, one stated this was not in their power and two seem unsure of the 
question and stated yes and no. The first of these explained that, `Yes I can acquire and 
allocate resources but only within a limited budget', and the other pointed out, `We 
have budgets, budgets that are allocated for certain projects and we do have the 
discretion to spend that money but we have to justify how we spend it and its not huge 
sums of money. 
In the Libyan public sector companies five managers agreed to some extent as did five 
of the Libyan private sector managers. There much less agreement from the managers 
of UK public sector organizations that their organization had substantial discretion over 
the allocation of resources. In one Libyan public sector organization the manager 
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pointed out that, `There are many competitors in Libya and in both Libyan and foreign 
companies, organizations in every sector have a great deal of resources to act in 
accordance with the administrative structure and the legislation of the State 
government'. The other said that, The Centre works to improve and provide better 
services and to enact and implement competitive strategies with public and private 
centres in the State. The answers concerning formulation and implementation of 
competitive strategy from the Libyan public sector managers in particular are interesting 
when considered alongside the answers they gave to the next question regarding central 
economic planning and bureaucratic control, all seven managers from the Libyan public 
sector that this was very much the situation in their country. The next question 
considered the control placed on companies raising finance to provide operating funds. 
The Libyan public sector managers tended to agree to some extent that there was such a 
control UK public sector managers felt such control existed in their country. In response 
to the next question relating to the constraints of markets, once again there was 
agreement from the Libyan public sector managers with this proposition but not all felt 
that this was strongly the case. There was limited support from UK public sector 
managers for this proposition in fact two actually disagreed to some extent all be it 
mildly with this suggestion. The first of these stated that, `There is definitely a 
competition within this country. There's no complacency. Everybody is fighting to be 
the winner to get ahead in business, so absolutely institutions facilitate the markets. For 
example in this... We are not imposed... Regulations are not imposed upon us, so 
businesses do have the right to be creative, they do have the right to try and gain the 
edge, so therefore the institutions do facilitate the markets. There aren't constraints on 
the markets'. The other said, `Well, I don't think the markets are constrained. I think 
we are encouraged to work internationally and develop other markets, so I don't think 
it's constrained. I think there is encouragement to try and find partnerships like the 
partnership we have with you. We also have partnerships where we visit other 
institutions in the world and develop programmes as well, so not everybody comes here. 
But I don't think its a constraint, I think it's actually encouraged to facilitate new 
business, and new markets, and new partnerships 
In the next couple of questions these managers were asked to comment on how they felt 
about employee representation and participation within their company. In the Libyan 
public sector ALL the companies had unions, as they did in the Libyan private sector. In 
the UK public sector ALL the companies had unions, but six of the managers said they 
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did not have unions in their company and one did not know, because, 'I'm not a 
member of a union but 1 don't know if other members of staf fare'. Of the managers who 
did know, one said there was no union in the company because, 'union recognition 
introduces a third party into the relationship between employer and employee. With an 
organization such as a legal practice with a hundred and twenty staff, it 's arguable that 
this is not suitable for union recognition. It would introduce a significant constraint on 
the owner's discretion to manage the businesses. Another said, `No, we don't have a 
trade union within the company itself. What we offer is a guideline of employment 
policy, so basically they can... If the client has a grievance then there is a policy to 
follow'. The third sated, `There is no point in any union within our company because a 
union really only functions when there is a need to have a formulaic dealings of staff 
and management. Because the number of staff is so small, there is no point in having a 
union because if ' an us and them attitude creeps into the company then the company is 
not going to survive very long'. The fourth said, `No. No union is involved in small 
businesses. That 's the difference between this country and where I'm from. Small 
businesses, when it's a small limited company, no unions are involved at all'. 
According to the fifth manager, 'If members of staff wanted to go to a union over 
anything to do with work then they would, but we don 't have a union in the hotel. We 
don't have a fixed union that we would go to if we had a problem'. The final manager of 
these six simply answered NO to the question. 
In their responses to questions in identifier groups (OCC 1 to OCC8) there is little or no 
difference between the answers from managers in either the UK or Libyan public 
sectors. They all state that their companies are state owned, and two Libyan managers' 
point out that their organization does not have substantial discretion over the 
formulation and implementation of its competitive strategies. 
In nearly every other respect however these UK or Libyan public sector managers 
answers to questions regarding their organizations culture, attitudes toward firecdom and 
autoýnoIuv c)l'lered to employees, heath and safety and employee self-development, and 
even their particular management style and the representation and irn\ ok e ment practice. 
as well as communication in the c. ' iiipl(1vlllent relationship are similar. There are very 
few differences, except for the two Libyan public sector managers who stated that 
employees iu their on"IIIiiatioiis ere not oken any autonomy. There were also two 
managers from different UK public sector companies who stated that in their opinion 
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communicating directly with employees does not necessal il) In mflW1. ' a collIIIIO1who - 001 
inlerests hctýýcc» c'/1I/)/O cC casacl tin' 0I-, t ai7i=aIioii. There was also only one of these 
managers who indicated that they did not have discretion to acquire and allocate 
resources as did one of the Libyan public sector managers. Another Libyan manager 
stated that his particular management style did not l)ronlole communication clircctli 
ui, ith eintVol'cc. s, rather than through emploi vc ý cprescý7ýc, ýrýcchannels. Previously 
reported results indicated that there were remarkable similarities between the managers 
from the UK and Libyan private sectors in some of their responses, however there were 
disparities evident in the organizational culture components, (OCC 1 to OCC8). 
The results regarding the preferred form of employee involvement participation (OCC9) 
indicate the most of the Libyan public sector managers have chosen upward problem- 
solving (UP) as their favourite form of EIP. The UK public sector managers show no 
real consensus on this matter and there is little difference in favouritism to any one 
form. In the previous comparison of Libyan and UK private sector managers their 
preferences were completely different, it was also apparent from the comparison of the 
UK and Libyan private sector managers, that every single manager from the Libyan 
private sector, with the exception of one, stated that they definitely felt, increased levels 
of ' employee involvement and participation should be introduced at your company and 
also that, management in their company should allow workers to participate and 
become more involved in the decision-making process. Most of the Libyan public sector 
managers also feel increased levels of employee involvement and participation should 
be introduced in their organization. 
Additionally there are also a couple of these Libyan public sector managers who do not 
necessarily agree that, management in their company should allow workers to 
participate and become more involved in the decision-making process. Although the 
rest all think this is something that should definitely happen. In the responses from the 
UK public sector managers there is even less support for increasing levels of employee 
involvement. There are two of those UK public sector managers interviewed who stated 
that they did not necessarily think that, a change to the existing employee involvement 
practice could make work life more meaningful and satisfying for worker. All of the 
Libyan public sector managers feel that such a change would definitely have that effect. 
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5.3.3.3 Cross-Comparisons 
The research also compares the responses of managers in each sector at a national level 
more thoroughly to discover the differences which exist between their views of national 
economy, corporate governance and the employment relationship. In their responses to 
questions in group (NCC 1) and (NCC2) the national and organizational culture 
components. Most managers from either sector in Libya definitely or at least to some 
extent agree that, in their country there is central economic planning and bureaucratic 
control, it is only in the Libyan private sector that some of the respondents state this is 
not at all the case. There are even more of these Libyan private sector managers who 
state that there is no control at all, on companies raising finance to provide operating 
funds, all of their Libyan public sector contemporaries felt that this was definitely the 
case, at least to some extent. Every one of the Libyan private sector managers felt that 
in their country, established institutions facilitate markets, and although four of their 
contemporaries in the public sector agreed, three Libyan public sector managers stated 
that these institutions did in fact constrain markets in their experience. These 
differences of opinion between Libyan private and public sector managers might be due 
to the obvious difference of organizational ownership. There is a need therefore to 
further consider any differences this fact raises in their responses to group questions 
(NCC 1) regarding corporate governance. Those organizations surveyed that are 
operating in the public sector are state-owned those in the private sector are not. 
However both groups of managers questioned feel that their organization definitely or at 
leas to some extent, have both substantial discretion over the allocation of its resources 
and a similar amount of discretion over the formulation and implementation of its 
competitive strategies. There were two Libyan public sector managers however who 
stated this was not at all the case with regard to the implementation of competitive 
strategies due mainly to the fact that their organizations had no competitors. In their 
responses to grouped organizational culture component questions (OCC 1 to OCC8) 
although there are two Libyan public sector managers who state that in the existing, 
employ»lc'nt relationship in their cCo1nputnl, "nlpl01 Cc'. S are not at all (111( mvcl to act 
autono, no! 1,1'll. There are also two Libyan private sector managers who feel the same 
way. Additionally there are two of these managers working in the Libyan private sector 
who stated that, their particular management style, does not promote communication 
directly with employees, rather than through employee representative channels. There 
was only one manager from either the public or private sectors in Libya who stated he 
did not have discretion to acquire and allocate resources. 
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In every other respect, from their organizations emphasis on health and safety as well as 
employee self-development, and even their representation and involvement practices as 
well as comm iiideation in the einpplovment relationship are similar. Their is total 
agreement from these Libyan public and private sector managers on the particular 
management style they use and their organizations policy on the recognition of unions. 
Further similarities occurred as can be seen from the results with regard to question 
fifteen (OCC9) which asked managers for their preferred form of employee 
involvement participation (EIP). There were equal numbers of both public and private 
sector managers who preferred upward problem-solving (UP) and placed this as their 
first choice. Two of the managers from the public sector placed representative 
participation (RP) as their first choice only one of those from the private sector had the 
same opinion although five of those managers from the Libyan private sector did place 
representative participation (RP) in second place as did two of the public sector 
managers. There was one manager from both the public and private sectors who put top 
down communication (TD) as their first preference as a form of EIP. Even though these 
managers work in different sectors in Libya and operate in organization's that are state 
owned or in the free market, the results show quite clearly that there is consensus 
among most of these managers regarding the level of employee involvement in their 
organization and their views on workers participation in the decision-making process. 
There is only one of the respondents from the private sector and two from the public 
sector who feel that it is not necessary to increase levels of employee involvement and 
participation in their company. Additionally only one from each group of managers 
stated that it was not necessarily the case that, management in their company should 
allow workers to participate and become more involved in the decision-making process. 
Finally, managers in both the Libyan public and private sectors all agreed that the effect 
of a change to the existing employee involvement practice, in their organization could 
definitely; make work life more meaningful and satisfying, for workers. 
Having completed a comparison of Libyan public and private sector managers to 
discover the differences which exist between their views of national economy, corporate 
governance and the employment relationship next a comparison between UK public and 
private sector managers was carried out to highlight the differences between their views 
and those of their Libyan counterparts. In both, the public and private UK sectors 
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managers' responses to (NCCI) questions, their views are quite similar with most 
definitely agreeing at least to some extent, that in their country there is central 
economic planning and bureaucratic control. This similarity was also apparent in 
responses from both Libyan public and private sector managers. It was only in the 
Libyan private sector that some of the respondents stated this is not at all the case as did 
a UK private sector manager. In the UK public sector all of the managers questioned 
felt there definitely or at least to some extent, was control on companies raising finance 
to provide operating funds, there were four of the UK private sector managers who 
stated this was not at all the case. There was a similar result to this question from 
Libyan private sector managers. Just like in the responses from UK public sector 
managers to this question their Libyan public sector contemporaries felt that this was 
definitely the case, at least to some extent. 
In the Libyan private sector every one of the managers stated that in their country, 
established institutions, facilitate markets, only one of their UK contemporaries agreed. 
In fact it was in the Libyan public sector where there was more agreement with this 
statement as only three managers from the Libyan public sector stated that these 
institutions did in fact constrain markets in their experience. UK public sector managers 
where almost evenly split in their opinions and one of the UK private sector managers 
stated he did not believe this was the case at all. In the questions grouped in identifier 
(NOC2) it was intended to identify any differences in their corporate governance, as a 
result of their ownership. All of the UK respondents regardless of sector were in 
agreement, that their organizations have substantial discretion over the allocation of its 
resources, and two in the UK public sector stated their organization had a great deal of 
discretion in this regard. In Libya by comparison the results indicated that both groups 
of managers questioned felt that their organization definitely or at least to some extent, 
had both substantial discretion over the allocation of'its resources and a similar amount 
of discretion over the 
, 
formulation and implementation of its competitive strategies. 
There were two Libyan public sector managers however, as was previously pointed out, 
who stated this was not at all the case with regard to the implementation of competitive 
strategies due to a lack of competitors. All of the UK managers questioned in both the 
public and private sectors also stated that their organization had a similar amount of 
discretion over the formulation and implementation of its competitive strategies. 
190 
The results from questions groups in identifiers (OCC 1 to OCC8) show a remarkable 
similarity between responses from UK managers in both the public and private sectors 
this was not the case in Libya. There were a number of differences between managers in 
the public and private sectors of that country, in the existing, employment relationship 
particularly employee autonomy. Also in management style and the promotion of direct 
communication with employees in Ia\ our of representative channels there were 
differences of opinion between Libyan managers from both groups. It was only in 
respect of their organizations emphasis on health and safety as well as employee self- 
development, and their organizations representation and involvement practices and 
communication in the employment relationship where their responses were similar. 
There is even total agreement from these public and private sector managers on their 
organizations policy on the recognition of unions and the use of representative 
committees. In the UK managers from both the public and private sectors agreed that 
they felt, their particular management style promoted collllnu1? lc(/tion directly it'lth 
employees, rather than through employee representative channels and also that 
co1111nunicaling directly with enmplolve. s pronZOIL'. S o con»illOncr%ill' of inferests between 
c'nlliloo'ec (11711 th(- o1 "'crni: c, tion There was only one UK public sector manager who 
disagreed. All of the UK managers from both sectors also agreed that they did have 
discretion to acquire and allocate resources, just like their counterparts in Libya. In the 
UK just like in Libya all of the public sector managers stated their company had a 
policy of union recognition at least to some extent. In the UK private sector in answer to 
this question the majority of managers stated this was not the case at all. 
Further similarities occurred as can be seen from the results with regard to question 
fifteen (OCC9) which asked managers for their preferred form of employee 
involvement participation (EIP). In the UK the first preference of many managers in 
both sectors is the top down communication (TD) option. In the UK public sector two 
managers opted for representative participation (RP) as their first choice and another 
two chose upward problem-solving (UP). In Libya there were equal numbers of both 
public and private sector managers who preferred upward problem-solving (UP) and 
placed this as their first choice. Two of the Libyan public sector managers' preferred 
representative participation (RP) and only one from the private sector had the same 
opinion. Although five of those managers from the Libyan private sector did place 
representative participation (RP) in second place as did two of the public sector 
191 
managers. There was only one Libyan manager from the public sector and another from 
the private sector who put top down communication (TD) as their first preference as a 
form of EIP, which seemed more popular with UK managers of both sectors. 
In there responses to questions grouped in identifiers (TI 1) and (TI 1) regarding the need 
for increased involvement by employees even in decision making and also the need for 
change to take place in EIP in their company and the effects of such change. There was 
a decidedly negative response from UK public sector managers unlike their counterparts 
in Libya. There was only one UK public sector manager who stated that he definitely 
thought that an increase in levels of employee involvement and participation should be 
introduced at his company. There were five UK public sector managers who felt this 
would not necessarily be the case and another who said definitely not. The responses 
from UK private sector managers were also negative, as there were also five of them 
who stated this would not necessarily be the case and one who said it definitely would, 
while the last one said definitely not. In the Libyan private sector most of the 
respondents felt that such an increase in employee involvement should be introduced at 
their company, there were only two who felt this was not necessarily the case. There 
was also overwhelming support from these Libyan private sector managers for 
management in their company allowing workers to participate and become more 
involved in the decision-making process. Among their UK counterparts however, only 
two private sector managers stated this definitely should be allowed, three stated in their 
opinion this was not necessarily a good thing and the remainder said definitely not. In 
the Libyan public sector managers had wholeheartedly been in favour of workers being 
involved in decision-making, however in the UK public sector they were not. There 
were five managers who definitely agreed this was a good idea, another stated it was not 
necessarily a good thing and the last said definitely not. The UK public sector managers 
were definitely in favour of a need for change in their existing EIP and felt, such a 
change could make work life more meaningful and satisfying for workers. Two of their 
colleagues however did not necessarily agree. In Libya every manager surveyed from 
both sectors felt that such a change should definitely be carried out in their company 
and that the effects would be of benefit. There was an extremely negative response to 
this suggestion in the UK private sector, where four of the respondent felt this would 
not necessarily be a good change, with positive benefits, and the other did not know, or 
simply did not want to answer. 
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A cross comparison between UK private and Libyan public sectors and UK public and 
Libyan private sector where the next logical step in this analysis, in their responses 
concerning national economy (NCC 1) all of the UK public sector managers stated that 
they believed, in their country there definitely is central economic planning and 
bureaucratic control. The Libyan private sector managers, although some conceded this 
was the case to some extent, tended to state it was not the case. In the comparison of 
UK private and Libyan public sector managers most agreed that in their country there is 
central economic planning and bureaucratic control however one UK private sector 
manager stated this was not the case at all. In their responses to the next question 
regarding the control on companies raising finance to provide operating. funds most of 
these UK private sector managers stated that this was not the case at all in their country. 
Public sector managers in the UK felt it, definitely was the case to some extent as did 
their counterparts in the Libyan public sector. Most of the Libyan private sector 
managers stated it was not the case at all. 
In both the UK private sector and the Libyan public sector there are differences of 
opinion between the managers in each country but also amongst the managers in each 
sector. As there is no major view among them regarding the proposition that in their, 
country established institutions facilitate or constrain markets. The results from this 
comparison indicate that in almost every case whether in the UK public sector or the 
Libyan private sector managers feel that on the whole, these institutions facilitate 
markets. The next group of question put to managers were with regard to corporate 
governance (NCC2), there is consensus that their organizations definitely or at least to 
some extent do, have substantial discretion over the allocation of its resources and 
substantial discretion over the formulation and implementation of its competitive 
strategies. 
In their responses to the questions in identifiers (OCC 1 to OCC7) which are concerned 
with organizational culture, and their companies attitudes and their own particular 
management style as well as, employee self-development, health and safety and the 
el»plo)liiient relationship In all but a few instances whether they are managing in the 
UK or Libya or in the public or private sector, the respondents had similar responses. 
The exceptions mentioned are, two Libyan public sector managers who stated that, the 
existing employment r lationship ill his coinpam, did nothing at all, to allow employees 
to act autonomously. There were also some discrepancies in the comparison of UK 
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public and Libyan private sector managers' responses. Two of the Libyan private sector 
managers agreed with their colleagues in the Libyan public sector that the existing 
employment relationship in his company. did nothing at all, to allo\\ employees to act 
autonomously. One of these and another Libyan private sector manager stated that in 
their opinion, communicating directly výith employee's, does not necessarily promote a 
commonality of interests between employee and the organization. There was also a 
Libyan private sector manager who stated that he did not necessarily believe his 
particular management style promotes communication directly with employees, rather 
than through employee representative channels. One of the UK public sector managers 
felt the same. 
There is an interesting outcome in the managers' responses to question fourteen, which 
has identifier (OCC8). All of the Libyan and UK public sector managers agree at least 
to some extent that, they do have a policy of union recognition in their company. In the 
UK private sector a union policy is not in place in most companies, only one manager 
says there definitely is one and the other says there is one, but only to some extent. In 
responses to question fifteen (OCC9) concerning their preferred form of EIP most UK 
public and UK private sector managers opted for top down communication (TD) as their 
first preference. While most Libyan public and private sector managers opted for either 
representative participation (RP) or upward problem-solving as their preferred form of 
EIP. 
The answers to the final two groups of questions in identifiers (TII and 12) show any 
difference in attitudes between private and public sector managers working in the UK or 
Libya toward any increase in EIP and the possible effects of any change In the main the 
Libyan managers working in the public sector stated that they definitely felt that 
increased levels of ' employee involvement and participation should be introduced in 
their company, although one or two felt that this should not necessarily be the case. 
There was only one UK public sector manager who agreed and most others said not 
necessarily while one stated definitely not. There were four Libyan private sector 
workers who supported this proposition and in the UK private sector there was one 
supporter as well. Most of the managers in the UK private sector thought it was not 
necessarily the case that increased levels of employee involvement and participation 
should be introduced in their company while one said it would definitely not be the 
case. All of the managers were also asked if they thought, management in their 
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company should allow workers to participate and become more involved in the 
decision-making process. In the UK public sector there was some support for this 
proposal, with only two managers indicating various levels of disapproval. In the 
Libyan public sector there were similar levels of positive and negative response. The 
results from both these groups of managers matched the responses from those in the 
Libyan private sector. However in the UK private sector only two managers agreed, two 
more thought this should not necessarily be the case, and the remainder said definitely 
not. This negativity was only slightly relieved in these UK private sector managers' 
responses to the next question concerning EIP. There were two again who stated that in 
their opinion, a change to the existing employee involvement practice could, definitely 
make work life more meaningful and satisfying for workers. The majority felt this 
would not be the case. There were also some managers in the UK public sector who felt, 
this was not necessarily be the case, four were in favour however. The most positive 
respondents to this proposition for increasing levels of employee involvement and 
involving them in decision making affecting work life and making it more satisfying for 
workers are both the Libyan public and private managers who all are in total agreement 
that this definitely be the case. 
5.4 Significant Findings 
Managers transcribed responses where categorised to show any difference between 
public and private enterprises in their propensity to use the various forms of EIP. 
Organizational culture and corporate governance and the degree to which these 
contribute to the autonomy employees have was also investigated. As this would 
highlight the emphasis placed on health and safety of employees in the work 
environment and the opportunities employees are given for self development as well as 
involvement in decision making in their company and the individual or collective nature 
of the employment relationship. Managers were also asked how they felt about the 
nature of their countries economy as well as the type of corporate governance under 
which they must work. Finally interview questions were asked to ascertain managers' 
opinions of the EIP that takes place in their company they were also asked for their 
views on the need for any change in their company's present practices and the effects 
that may come about as a result of any such change. 
There are differences between UK private and Libyan private sector managers regarding 
the nature of their countries economy which would have an effect on their organizations 
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culture. Highlighting the fact that they are from two very different cultures and the 
nature of their countries economy and its political make-up are very different. Drawing 
upon the literature review this question was centred in on the research of Smith and 
Meiksins, (1995); Poutsma et al, (2003). These writers highlighted the distinct 
differences between countries and organizational cultures. However there are 
remarkable similarities between the managers from the UK and Libyan private sectors 
in some of their responses perhaps due to the fact that they are not state owned all of 
them point out that their organizations has discretion over the allocation of its 
resources as well as discretion over the formulation and implementation of its 
competitive strategies. This fact indicates quite a significant degree of freedom from 
government intervention. As all of these managers are operating in private sector 
companies this could have an effect on their position and power, it may also have an 
effect on the management style they employ and the individualistic or collective nature 
of their communication with employees. In the Libyan public and private sectors the 
majority of managers agreed to some extent that increased levels of employee 
involvement and participation should be introduced, although there was less support for 
employees becoming more involved in the decision-making process. In the UK whether 
it be in the public or private sector there was less support for the proposition that 
increased levels of employee involvement and participation should be introduced in 
their company. In response to the question concerning their particular management style 
and its promotion of direct communication with employees rather than through 
employee representatives, there was almost total agreement from managers working in 
the UK private and public sectors as well as the Libyan private sector. 
In the area of management styles and participation, (Dedoussis, 2004) highlighted that 
the organizational culture and management styles often emphasized and promoted 
individual decision making. However there was less support for this proposition from 
managers in the Libyan public sector. This result was strange, as in answer to the next 
question, regarding direct communication and it promotion of a commonality of 
interests between the employee and the organization, all of these Libyan public sector 
managers agreed to some extent. The results regarding the preferred form of employee, 
involvement participation indicate that most of the Libyan public sector managers chose 
upward problem-solving (UP) as their favourite form of EIP. The UK public sector 
managers show no real consensus on this matter and there is little difference in 
favouritism to any one form. Most managers from either sector in Libya definitely or at 
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least to some extent agree that, in their country there is central economic planning and 
bureaucratic control. Every one of the Libyan private sector managers felt that in their 
country, established institutions facilitate markets, and although four of their 
contemporaries in the public sector agreed, three Libyan public sector managers stated 
that these institutions did in fact constrain markets in their experience. These 
differences of opinion between Libyan private and public sector managers might be due 
to the obvious difference of organizational ownership. The final question put to 
managers in the interview was, Do you think a change to the existing employee 
involvement practice could make work life more meaningful and satisfying for 
workers? Ever Libyan private sector manager stated that they definitely felt this would 
be the case but only two of the UK privates sector managers felt the same way. Drawing 
upon secondary research in the area of EIP from a cultural context, Peng and Heath, 
(1996), identified that organizations are dependent or influenced by their cultural roots. 
This influence in turn according to Peng and Heath, (1996) could become a part of the 
organization's culture, therefore influencing employee participation and involvement. 
However the researcher questioned whether these influences were experienced in both 
nationalities or whether it was specific a particular organization or sector? 
In this chapter the analysis of the qualitative data collected from the interviews with 
managers and their interpretation has been presented. The intention was to, combine 
these results, in order be to triangulate findings and answer both the research question 
and prove or disprove the hypotheses. In the final chapter of this analysis and 
interpretation section the results of analysis form both sets of data are discussed with by 
reference to the literature reviewed in order to make a case for or against the theory that 
was originally stated and the hypothesis which were subsequently tested. 
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Chapter Six 
Discussion of the Results 
6.0 Introduction 
The background to this research is that in most organizations there are competing 
demands, between their external environments, on the one hand, and their internal 
control and flexibility on the other. This situation leads to a number of problems which 
include a national culture component, and the influence of a nations' culture on the 
organizational culture component. Other component factors include management style, 
the employment relationship and the (EIP) practiced in the organization. Ultimately the 
nature of employee involvement allowed, will depend on the structure and culture of the 
individual organization and the creation of a climate and atmosphere which promotes 
EIP. 
Therefore a review of the available literature on culture at both a national and 
organizational level was carried out. The philosophies, concepts and techniques 
concerning EIP and the forms of representation offered to workers were investigated. 
The research report felt that the accepted organizational culture and corporate 
governance of a nation's companies in a particular sector maybe, as has already been 
pointed out, due specifically to the social, economic and political situation of that 
country. The research report also felt that there should be evidence for this theory 
apparent from the levels of involvement, participation and empowerment employees 
feel within an organization. 
The existence of collective workplace partnerships or the use of more individualised 
forms or concepts of EIP would also indicate the direct or indirect technique practiced 
for the employment relationship within an organization. As well as highlighting the 
model of HRM practices used and the particular management style prevalent. The main 
aim of this research was to critically and analytically explore the nature of employee 
involvement and participation (EIP) in UK and Libyan contexts. 
In order to achieve this aim and answer the research questions two hypotheses were 
produced and the null hypotheses were tested: 
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HO1: There are no significant differences between the EIP practiced in Libya and the 
UK. 
H02: There are no significant differences between the EIP practiced in public and 
private companies 
This research was intended to investigate the attitudes of similar groups of employees 
and managers toward EIP this required the selection of a purposive sample of both of 
these from each organization in the study. The samples were drawn from a wide range 
of companies and organizations which although not constituting a random sample were 
in total broadly indicative of the range of organizational types of interest. Not 
constituting a random sample, does of course, limit the generalizability of the findings. 
This limitation is taken into account in the discussion. It is necessary to state that both 
hypotheses were disproved as there were significant differences discovered between the 
EIP practiced in Libya and the UK due to national and organizational culture. 
6.1 Format of the Discussion 
This research was carried out using a survey which involved a quantitative or empirical 
investigation of the EIP practices operating and the type of representation offered to 
workers in a variety of companies in the public and private sectors of the UK and Libya. 
A self-completion questionnaire and personally conducted interviews were the data 
collection methods used in this survey as the research report felt that there was a need to 
employ multiple data collection methods. The questions to employees who completed 
the questionnaire were related to their view of national cultural differences, and were 
based on the work of Hofstede. It was also the intention of the research report to assess 
their views on the organizational culture and the collectivistic or individualistic nature 
of employee relationship within their company. This relationship could be strongly 
influenced, not only by the organizational culture, but also the national culture, as well 
as being influenced by the particular kind of management style that the organizational 
structure promotes. 
This relationship in turn would affect not only the level of EIP employees were allowed 
but also the organizations policies on health and safety and employees opportunity for 
self-development. These employees were therefore questioned regarding the existing 
form of EIP in their organization and asked to provide an indication of their preferred 
form. In the final group of questions employee's attitudes to the need for change to EIP 
in their company was assessed to investigate how respondents felt about the level of EIP 
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in their company. As part of this group of questions each respondent was asked about 
the changes they felt were required in EIP within their company and the possible effects 
of such change. The interview schedule used with managers was developed with the 
direct intention of highlighting their views on a number of similar areas of interest to 
those surveyed in the questionnaire. There were three main components of the 
interviews which were coded for the purpose of analysis and will now be discussed in 
order to provide triangulation with the results of the employee questionnaire. In the 
interview schedule itself managers were asked to comment on; 
National Culture Component 
In the interview managers were asked questions relating to; 
The nature of their countries economy 
The type of corporate governance under which they must work 
Organizational Culture Component 
The freedom offered to employees, in their own organization and sector. 
The emphasis placed on health and safety of employees in the work environment 
The opportunities employees are given for self development 
The opportunities employees are given for involvement in decision making 
They were also asked to comment on: 
Their own particular management style 
Their opinion on the effect of more direct methods of communicating with employees 
The form of employee representation which presently exists 
Their preferred form of EIP 
Outcomes 
Finally these managers were to give; 
Their views on the need for any change in their company's present practices 
Their opinion on the effects that may come about as a result of any such change 
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In this discussion of the results from both the quantitative and qualitative analysis the 
most significant findings from both the questionnaire and the interviews will be 
correlated together and related to the literature reviewed. The purpose of this process 
being to provide a logical structure to the findings from both questionnaire and 
interview and achieve the main aim of critically and analytically exploring the nature of 
employee involvement and participation (EIP) in UK and Libya by addressing the two 
hypotheses proposed. 
6.2 National Culture 
In his research Hofstede, (1991) identified four dimensions of cultural difference 
between nations and clustered cultures according to, whether they were high or low on a 
number of dimensions. He labelled them as: `Power-distance', `Uncertainty avoidance', 
`Individualism-collectivism' and `Masculinity-Femininity'. In the results form his 
research comparisons were made across cultures with respect to behaviour in the 
workplace. Attitudes towards working conditions, security of employment, working in a 
co-operative environment, having a well-defined job, the preferred type of managerial 
style, the best way to get ahead, and also levels of conflict, hierarchical structures and 
rules were considered. On Hofstede scales there are clear differences in national culture, 
Arab countries like Libya score extremely high, on the Power Distance dimension, with 
an index of 80 (compare with the UK which scores 35), they also high on Uncertainty 
Avoidance, scoring 68 (UK score 35), low on Individualism scoring 38 (UK 89), and 
relatively low on Masculinity, scoring 53 (UK 66). 
In the Kruskal Wallis results of the research report's survey data from UK and Libyan 
public and private sector employees' the null hypothesis was rejected and showed that 
there are significant differences between these participants' responses with regard to the 
culture in their country. 
In the UK private sector for instance, the respondents support the proposition that the 
cultural predisposition in their country follows Hofstedes `Individualism' dimension in 
which a person's allegiance is to his/her immediate family, but also follows The 
`Masculinity' dimension which highlights the extent that a society's dominant values 
emphasize masculine social values like a work ethic expressed in terms of money, 
achievement and recognition. 
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In the UK public sector there is a certain level of agreement with their private sector 
counterparts that the cultural predisposition follows the masculinity dimension. This 
agreement is apparent from their tendency to choose the statement `... In my country 
dominant cultural values emphasize a work ethic expressed in terms of money, 
achievement and recognition'. 
In the Libyan private sector workers responses showed a tendency toward their 
country's cultural predisposition also following the masculinity dimension but there 
were some who thought that in their country the less powerful person in society did 
accept inequality in power and considered it normal which indicates a cultural 
predisposition toward the power distance dimension. The Libyan public sector 
employee responses show that they believe the prevailing national culture follows the 
uncertainty avoidance dimension. In a situation in which they try to avoid such 
circumstances they adopt strict codes of behaviour and a belief in absolute truths. 
However they also agree with some of their Libyan private sector counterparts that in 
their country `the less powerful person in society accepts inequality in power and 
considers it normal'. This of course indicates the power distance dimension. There 
were also differences between UK and Libyan workers regarding their national culture 
and also between Libyan public and Libyan private sector workers. In order to consider 
these national/cultural differences in greater detail, the managers interviewed for this 
research were questioned about the nature of their country's economy which could also 
provide an indication of the power and control exerted by government. 
6.2.1 National Economy 
There is, according to the literature reviewed for this research into the EIP, often seen to 
be, a division between the nature of the employment relationship and the preferred form 
of participation within organizations in various types of society. The major differences 
being most apparent in those countries operating as a planned socialist or market 
oriented capitalist economy. In the planned socialist economy organizations are state- 
owned there is a lack of discretion to acquire and allocate resources, in this situation 
there is also usually little experience and confidence to compete in a market-based 
economy, (Peng and Heath, 1996; Murphy, 2001; Butler, 2008). Alternatively in the 
market oriented capitalist economy organizations have substantial discretion over the 
allocation of their resources and the formulation and implementation of their 
competitive strategies as they operate in a free market environment. The most 
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fundamental feature of planned economies is the comprehensive use of centralised 
economic planning and state bureaucratic control, (Peng and Heath, 1996). 
Additionally in this type of economy organizations are not generally concerned about 
profitability because the State as the major stakeholder provides operating funds and 
automatically writes off any debts. Therefore there is little incentive to improve 
financial performance, under this central planning regime and also there is no real 
motivation for growth in the form of sales, profit, or the introduction of new products. 
Management who were interviewed for this research were asked specific questions 
relating to the nature of their countries economy. There was also only one of the UK 
public sector managers who indicated that they personally did not have discretion to 
acquire and allocate resources as did one of the Libyan public sector managers. But 
from an organizational stand point Libyan public sector managers' pointed out that their 
organization does not have substantial discretion over the formulation and 
implementation of its competitive strategies, while UK respondents regardless of sector 
were in agreement, that their organizations have substantial discretion over the 
allocation of its resources, in fact in the UK public sector managers stated their 
organization had a great deal of discretion in this regard. In Libya by comparison the 
results indicate that some managers from both the public and the private sectors felt that 
their organization definitely or at least to some extent, had both substantial discretion 
over the allocation of its resources and a similar amount of discretion over the 
formulation and implementation of its competitive strategies. The two Libyan public 
sector managers who stated this was not at all the case, especially with regard to the 
implementation of competitive strategies explained that this was mainly due to the fact 
that their organizations were completely state-owned and they had no competitors. All 
of the UK managers questioned in both the public and private sectors also stated that 
their organizations had a similar amount of discretion over the formulation and 
implementation of its competitive strategies. 
These results indicate that the UK is a market oriented capitalist economy and that 
although Libya was traditionally a planned socialist economy there is now a lessening 
of regulation and the influence of government especially in the private sector. But does 
this also mean there is a lessening of central economic planning and bureaucratic 
control which is after all the most fundamental feature of planned economies. 
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In response to the question concerning central economic planning and bureaucratic 
control most of the Libyan managers working in their private sector felt that this was 
not at all the case, however there were those who felt there was such control and 
bureaucracy at least to some extent. According to the majority of UK private sector 
managers they felt there definitely was central economic planning and bureaucratic 
control in their country. All of the Libyan public sector workers stated that there 
definitely was central economic planning and bureaucratic control in their country or at 
least to some extent. The most interesting outcome from the comparative results is that 
while almost all of the UK public sector workers were definite in their assertion that this 
was the case as would be expected as they are state-owned. Most of the Libyan 
managers working in their private sector felt that this was not at all the case while UK 
private sector managers felt there definitely was central economic planning and 
bureaucratic control in their country. These results indicate that both groups of 
respondents feel that at least some central economic planning and bureaucratic control 
does take place in their two countries, perhaps the recent moves toward liberalization in 
Libya, with more freedoms being afforded to the growing Libyan private sector are 
behind the views from those managers regarding the nature of their countries economy. 
6.2.2 Corporate Governance 
These managers were also asked about the nature of their corporate governance, in order 
to discover any differences that were apparent between public sector state-owned 
organizations and private sector free market driven competitively motivated ones in 
both countries. The review of the literature on national cultural differences also 
highlighted the contrasting systems of organizational culture and corporate governance 
which persist internationally, which in some countries recently have been subject to 
regulatory and firm-level institutional change, (Smith and Meiksins, 1995; Poutsma et 
al., 2003; Buck and Sharim, 2005; Pudelko, 2006). 
This review of the literature also indicated that although there are four main frameworks 
of corporate governance, there is an Anglo-Saxon framework (with the USA and UK as 
representative countries) and it is this one, which the research report has particular 
interest in. This interest is raised by the fact that of all the frameworks, the Anglo-Saxon 
one, most amongst all of them, is considered the prototype of the foremost variant of 
capitalism. In the literature reviewed for this research it is also widely argued that in the 
UK and the USA their have, over recent years been moves to introduce an 
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organizational/corporate governance which emphasizes individualism, which can be 
seen in the shift, to human resource management, the growth in the popularity of merit 
pay, as well as the use of assessment systems and greater much attention being paid to 
recruitment, selection and internal training schemes that promote increased levels of 
employee flexibility, (Purcell, 1987). 
This idea of individualism in the organization is associated with extensive policies 
concerned with employee self-development while its' opposite, collectivism is 
associated with the extensive use of structures for employee participation and 
representation and where management willingly co-operates and supports such bodies, 
(Purcell, 1987). In national cultures with a high collectivist orientation, there is a 
tendency to implement an organizational culture that leans toward cooperative decisions 
as opposed to individual decision-making. In such an organizational culture consensus 
and cooperation are more valued than individual initiative and effort. Motivation derives 
from a sense of belonging, and rewards are based on being part of the group. The role of 
management in such cultures is to facilitate team effort and integration to foster a 
supportive atmosphere and to create the necessary context or group/organizational 
culture. 
There is an orthodox view that corporate governance is ultimately concerned with the 
regulation, supervision, performance and conduct oversight of a company, (Letza et al., 
2008), in this view it is the corporate governors' primary aim to ensure that suppliers of 
capital get a return on their investment and that, by increasing its profits, business meets 
its social responsibilities and focuses on stockholders or those who have some financial 
interest in the organization. In the alternative view, however the central concern of 
governance is to add value to as many organizational stakeholders' not just 
shareholders, as is practicable. There therefore needs to be a greater assumption for the 
company to take a much more responsible and ethical role in their society and promote 
the notion of corporate citizenship, while focusing on stakeholders, not simply 
shareholders, and even those who may not have some financial interest in the 
organization. 
In the UK there has been no supporting development in corporate governance, towards 
the involvement of workers in the planning, organising and undertaking of production 
associated with modern human resource management (HRM). In fact the most 
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important feature of corporate changes in the Anglo-American environment in the 
1990s was a profound altering of corporate governance structures. The alteration is most 
apparent in the popularity of the shareholder model in Anglo-American societies. In 
Libya there is an historical and cultural legacy which created a socialist orientation in 
society which had implications for HRM policy in Libyan organizations. This socialist 
orientation ultimately contributed to the existing paternalistic/autocratic organizational 
culture where the manager takes on the role of the parent and considers that it has an 
obligation to provide support and protection to subordinates under their care. These 
subordinates, in turn are loyal, deferential and obedient which means that there is very 
little industrial conflict. 
From the literature reviewed it is also apparent that there is an assumption which is 
generally held, that private-sector firms in capitalist economies are primarily concerned 
with profit-maximisation, while public-sector organizations in these economies follow 
different objectives, (Schnabel et at, 2006). In a planned economy like Libya typically 
trade unions represented the interests of labour in their role of management of 
organizations, which were theoretically owned by the workers. These unions or other 
representative bodies were also seen as being responsible for the social welfare of 
workers through such means as sickness benefits, pensions and holidays. In a more 
Liberal market economy there is legal regulation and the State helps in shaping, the 
rules promoted in the employer decision processes, as well as the social and economic 
environment within which employers act, (Price, 2004). Many economists have pointed 
to the virtues of the market in ensuring efficiency; as competition between organizations 
drives the less efficient out of business. 
Others, however, point to the consequences of this, and predict the ultimate decline of 
key industries along with the social areas in which they are located. At societal level, 
governments have often intervened to plan aspects of market relations and also to 
provide a legal and fiscal framework for markets. There are today many modem 
capitalist economies which are simultaneously based on plans but also markets. 
However there is an argument put forward which points that the political liberalization, 
being introduced in Libya, is an essential component of any attempt at economic 
reform, due to the fact that capitalism operates at its best in a democratic political 
environment where choice between representatives mirrors choice in economic markets. 
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There are distinctive differences that exist between liberal market economies and those 
which are institutionally planned even though both require state involvement in order to 
function. In the market driven economy established institutions primarily facilitate 
rather than constrain markets, whereas in those which are planned, such institutions 
constrain as well as facilitate markets. Additionally in liberal free market economies, 
such as the UK and the USA the relationship between the manager and those they 
manage, is treated as a contract of service rather than of partnership of cooperation, 
(Godard, 2002). In these countries now, there are moves towards flexibility and 
empowerment of staff, which has resulted in employees particularly managers having 
been given greater discretion on decision making, (Price, 2004). 
The result from this survey of the managers working in both the Libyan and UK public 
and private sectors indicate that most of the Libyan managers working in the private 
sector, feel there is no control on companies raising finance to provide operating funds 
all of the UK private sector managers agreed, except one. Additionally the Libyan 
private sector managers questioned felt that in their country established institutions 
facilitate markets. 
The UK private sector managers however had varying opinions of this matter and 
although one said this was the case to some extent, there was one who felt established 
institutions facilitated markets, while yet another felt they in fact constrained them. The 
Libyan public sector managers also definitely, or at least to some extent, believed that in 
their country, there was control on companies raising finance to provide operating 
funds, and most of them also felt established institutions facilitate markets, while the 
other three felt markets were constrained. The UK public sector managers also believe 
this was is case to some extent. Although all of the UK public sector managers believed, 
that in their country there definitely is central economic planning and bureaucratic 
control. The Libyan private sector managers, although some conceded this was the case 
to some extent, tended to state it was not the case in their country. In the comparison of 
UK private and Libyan public sector managers most agreed that in their country there is 
central economic planning and bureaucratic control 
These results are very interesting given that in a market driven economy established 
institutions primarily facilitate rather than constrain markets, whereas in those which are 
planned, such institutions constrain as well as facilitate markets. When the UK public 
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sector managers were asked about their countries facilitation or constraint of markets, 
four felt markets where facilitated by the established institutions, two felt on the 
contrary markets were constrained in the UK, and the last felt there was a combination 
of facilitation and constraint. This fits in with the definition of a planned economy. All 
of the Libyan private sector managers questioned felt that in their country established 
institutions facilitate markets. 
In the results from the cross comparison results it is apparent that in almost every case 
whether in the UK public sector or the Libyan private sector managers feel that on the 
whole, these institutions that facilitate markets, suggesting that both are operating in a 
market driven economy. 
6.3 Organizational Culture 
There has been a tremendous interest over the last few years in international HRM 
issues, which has led observers to attempt to systematise its processes and influences in 
the organizational context, (Katou, and Budhwar, 2006; Katou, Budhwar, Woldu, Al- 
Hamadi, 2010). Primarily the attempts to create a coherent framework were extensions 
of existing frameworks rooted in the Anglo-American experience. This framework 
which was suggested by Beer et al, (1984) is recommended for cross-national 
comparative analysis. This model is still relevant today Beer et al, (1984, p. 16) map 
was based on an analytical approach and provides a broad causal depiction of the 
"determinants and consequences of HRM policies". The alternative framework the 
Michigan model was strongly influenced by strategic management literature where 
HRM was seen as a strategic process that must make the most effective use of an 
organization's human resources. This framework took a top-down approach and control 
of human resources lay firmly in the hands of senior management. Employees were 
selected and trained to meet the performance needs of the organization. 
Additionally, employee's attitudes and behaviour also had to fit the strategic 
requirements of the business. The Harvard framework interprets human resource 
policies as being influenced by two significant considerations, which can be situational 
and exist in the business environment outside the organization or exist within the 
organization. These are comprised of laws, the values held in the society, the conditions 
in the labour market, the power of the unions and, workforce characteristics, the existing 
business strategies, as well as the management philosophy. The emphasis of their 
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interpretation is on psychological objectives involved in the `human' side of human 
resource management, including the motivation of employees by involving them in 
decision making and the development of the organizational culture basing it on trust and 
teamwork. 
The model for this research into employee involvement and participation takes as broad 
a view as the Harvard and Michigan models did. It considers situational factors inside 
and outside the organization as well as all of the stake holders interests, including those 
of shareholders, management, employees, unions, community and government. There 
have been a number of studies done which suggested that organizational culture is 
significantly influenced by the national culture at which the organization is located, 
(Lindholm, 2000; Tata and Prasad, 1998); Melgarejo et al, (2007). Organizational 
culture is often defined as a set of values, beliefs and attitudes promoted by the 
executives and senior management. In liberal free market economies, such as the UK 
and the USA the relationship between the manager and those they manage, is treated as 
a contract of service rather than of partnership of cooperation. The creation of strong 
organizational culture is essential and it can be used as a powerful tool to influence 
employees' behaviour and improve performance, (Deal and Kennedy, 1982). 
According to Boxall and Macky, (2008) the introduction of high performance work 
systems will lead to superior performance, but EIP has to embrace the concept of total 
employee involvement in the form of teams, (Fazzart and Mosca, 2008). Any 
involvement of employees needs to be a two way proactive process and not simply 
information sharing. This means management will have to relinquish some of its control 
over decision making in order to provide their employees with an opportunity to supply 
their input and help determine the outcome of the decision. Butler, (2009) points out 
that notes that different techniques need to be adopted for changing circumstances and 
that theory must identify the conditions under which management initiate various forms 
of participation. 
In countries like Libya with a high collectivist orientation, the evidence suggests the 
existence of an organizational culture that leans toward cooperative decisions as 
opposed to individual decision-making. Consensus and cooperation is more valued than 
individual initiative and effort. In the old communist regimes of Europe the pre-existing 
cooperative organizational culture is accused of stifling the development of 
management, risk taking, initiative, creativity, transparency, and autonomy and 
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performance based reward systems. In these countries today as in many other 
transitional economies, there is a significant challenge to transform the organizational 
culture by promoting the necessary organizational change needed to survive in today's 
turbulent economic environment. The main objective in this process, for companies and 
the governments of these countries must be to implement successful strategies to adapt 
to the new world market environment. In an attempt to do so, and as a result of a stated 
policy, not only in the United States, but in other developed countries, known as 
`aggressive unilateralism' these developed nations have signed bilateral investment 
treaties with developing and transitional economies, (Ramamurti, 2001). This policy has 
contributed to the exportation of usually Anglo-Saxon operations and HRM practices to 
companies in transitional economies, in an attempt to modernise or rationalise them, 
(Martin and Beaumont, 2001). The recent moves toward privatisation of Libyan 
companies and the return of American and Western multi-national companies (MNC's) 
is evidence of the `aggressive unilateralism' policy at work in Libya. Organizational 
culture is affected by factors, such as the vision, mission and values of the company 
Nayir and Uzunarili, (2008) as well as, the technology employed within the company. 
The organizational structure and the management style as well as external factors such 
as the social environment of the organization also affect organizational culture, (Lemon 
and Sahota, 2003). 
In the result of this research into EIP in Libyan and UK private and public sector 
companies, respondents to the questionnaire and the managers who were interviewed, 
were asked questions to discover the organizational culture they believed existed in their 
companies and the employment relationship that this culture encouraged. As was 
previously pointed out, literature does exist which states that in countries like the USA 
and the UK there are moves towards flexibility and empowerment of staff, which has 
resulted in employees, particularly managers having been given greater discretion on 
decision making. It is also stated that in these liberal free market economies, the 
relationship between the manager and those they manage, is treated as a contract of 
service, rather than a partnership of cooperation. 
In the Kruskal Wallis results of the research report's survey data from UK and Libyan 
public and private sector employees' the null hypothesis was rejected and showed that 
there are significant differences between these participants' responses with regard to 
organizational culture. In questions dealing with organizational culture and particularly 
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with the employment relationship employees who responded the survey in the UK 
tended to agree that `the employment relationship is about more than just earning 
money' and similarly agreed that, `this relationship is a partnership of cooperation'. 
This would appear to be the type of result expected from people working in a planned 
economy not one that is a free market-orientated. In the UK private sector however 
there is a consensus from respondents on their level of disagreement regarding the fact 
that, `... the employment relationship is a partnership of cooperation'. In the UK public 
sector workers disagreed to some extent that, `in their company the level of 
involvement, participation and empowerment employees feel is very high'. 
In the UK private sector there is general agreement amongst respondents that, `... the 
level of involvement, participation and empowerment employees feel being very high' It 
appears therefore that in the opinion of all the workers in the UK which is a liberal 
market economy where the relationship between the manager and those they manage is 
a contract of service and there is flexibility and empowerment of staff, giving greater 
discretion on decision making. That most of these workers believe the employment 
relationship in their company is a partnership of cooperation and the level of 
involvement, participation and empowerment employees feel is not very high. 
Throughout the world there are a number of countries like Libya in transition. In some 
of these the development of management and organizational culture based on risk 
taking, initiative, creativity, transparency, and the level of employee autonomy to 
increase performance has been stifled in the past. 
6.3.1 The Degree of Autonomy 
However, today in these countries there is a significant challenge to transform the 
organizational culture by promoting the necessary organizational change needed to 
survive in the turbulent economic environment. The form that employee involvement 
might take is only one of a number of factors and areas to be considered in any attempt 
to investigate the implementation of employee involvement and participation (EIP), the 
national and organizational culture which exists and the degree to which these 
contributes to the degree of autonomy employees are granted is also of importance. 
The relationship that managers establish with their employees is crucial, especially in 
the way it indicates the degree of autonomy the employee is granted, the safety of the 
work environment it promotes, as well as the opportunity for training and development 
workers are offered, (Edwards, 2003). However managers just like other employees are 
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concerned about their own future and the introduction of greater levels of autonomy 
among workers could start them thinking about whether or not they will continue to 
have jobs, (Marchington and Wilkinson, 2000). Additionally new management 
initiatives (including involvement and participation), may pose challenges to unions, 
threatening their traditional role of defending and advancing worker rights and have the 
potential to seriously harm unions, (Kumar, 1995). 
The literature reviewed for this research suggests that although a large number of 
organizations report the use of team working, only a very small number of them seem to 
be allowing teams real autonomy; meaning that team members had responsibility for a 
specific product, had autonomy in terms of deciding how the job was done and had 
some authority to appoint their own team leaders. Therefore, whilst team working is 
widely reported throughout the world, evidence still suggests that much of this is fairly 
low-level (for example, team members working together) and that instances of semi- 
autonomous teams and self-managing teams seem less apparent, (Geary, 2003). 
Critics would argue that self-managing teams represent the ultimate in terms of 
management control, in that they work on the basis of peer pressure and surveillance 
and are not genuinely liberating because they are always under the control of 
management. The crucial nature of the relationship that managers establish with their 
employees is crucial, especially in the way it indicates the degree of autonomy the 
employee is granted, the safety of the work environment it promotes, as well as the 
opportunity for training and development workers are offered. Managers within 
organizations need to decide on how they deal with both the individual employee and 
the collective representation. Under these circumstances a management style that 
promotes direct communication with employees, rather than through established trade 
union channels, has the obvious advantage of promoting a greater commonality of 
interests between employee, management and organization. 
In the Kruskal Wallis results of the research report's survey data from UK and Libyan 
public and private sector employees' the null hypothesis was rejected and showed that 
there are significant differences between these participants' responses with regard to the 
level of autonomy employees are granted and their feelings of empowerment. Libyan 
public sector company employees neither agreed nor disagree that the degree of 
autonomy the employee is granted, is very high. Libyan private sector employees have a 
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favourable view of their organizational culture, and agree that the level of involvement, 
participation and empowerment employees feel is very high they also agreed that the 
freedom offered to employees to make their own decisions is high. 
The managers responses to questions asked in the interview regarding autonomy were 
similar whether they were in the UK or Libyan private sectors, although there were 
more UK private sector managers who agreed to some extent with the proposition that 
in their company employees were allowed to act autonomously. The situation was 
similar when comparing UK public and Libyan public sector managers' responses but it 
was the UK public sector managers who were most in favour of the proposition. There 
was little difference between the answers from Libyan public sector managers when 
compared with Libyan private sector managers in reply to this question this was 
similarly the case 'between managers from the UK public sector when considered 
against those of their private sector counterparts. All of the participants agreed to some 
extent, mostly wholeheartedly, that in their opinion employees were given ample 
opportunity for self development. In response to questioning on health and safety again 
all participants agreed to some extent on the most part strongly that, health and safety is 
an important issue in their company. This is despite the fact that analysis of the results 
from employees questioning on this topic showed that there was a significant difference 
between those from UK private and Libyan public sector companies in their responses 
to the proposal that in their company, `the safety of the work environment is very 
important and employees are directly involved'. 
Highlighting the importance placed on employee autonomy, health and safety of 
employees in the work environment and the opportunities they are given for self 
development and involvement in decision making by the national or organizational 
culture is an essential aim of this research and is a crucial aspect of the relationship that 
managers establish with their employees. 
6.3.2 Health and Safety and Self-Development 
This research showed that in both the Libyan and UK private sectors there were very 
similar points of view concerning the autonomy given to employees, while in the public 
sector companies of both countries, this was not the case. However, UK public sector 
managers were more in favour of the proposition. There is also a particularly strong 
emphasis placed ' on both health and safety and employee's opportunities for self 
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development at all of the companies surveyed. In the Kruskal Wallis results of the 
research report's survey data from UK and Libyan public and private sector employees' 
the null hypothesis was rejected and showed that there are significant differences 
between these participants' responses with regard to health and safety and the 
opportunity for self-development in their companies. This is despite the fact that 
analysis of the results from managers questioning on this topic showed that there was a 
significant difference between those from UK private and Libyan public sector 
companies in their responses to the proposal that in their company, `the safety of the 
work environment is very important and employees are directly involved'. Under these 
circumstances a management style that promotes direct communication with employees, 
rather than through established trade union channels, has the obvious advantage of 
promoting a greater commonality of interests between employee, management and 
organization. 
6.3.3 Management Style 
The literature reviewed highlighted the vital role played by the management style within 
an organization in promoting particular forms of EIP Any differences that maybe 
apparent will specifically relate to whether or not the management style which is present 
and imposed by the organizational culture supports direct communication in an 
individualistic manner with workers or proscribes that this communication is carried out 
in a more collectivistic way through established workers representative organizations. 
Employers in individualistic countries like the UK and the USA are said to encourage 
and reward individualised approaches to work through paternalistic approaches to the 
workforce. There is a strong case suggested in the literature that, that collectivism tends 
to lead to union recognition whereas individualism is more likely to lead to non- 
unionism, (Leopold, 2002). 
However both individualism and collectivism may be combined in some instances as 
the relationship between individualism and collectivism or the prevailing management 
style may be particular to the social, economic and political circumstances which both 
shape the nature of these preferences and choices and the power available to the 
respective parties to impose them, (Kessler and Purcell, 2003). The management style 
which actively promotes communicating directly to employees, rather than through 
established trade union channels, has the obvious advantage of promoting a 
commonality of interests between employee and organization, (Townley, 1994a). There 
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has always been of course the argument made by managers that they have a right to 
manage, unfortunately a dilemma arises here, because employees believe they have an 
equal right to a say in decisions that are being made that will affect them. This argument 
has to be considered with regard to management style. Management style has been 
defined as following a particularly distinctive set of guiding principles, that maybe 
written or not, which nevertheless set parameters to and signposts for managerial action 
in the way employees are treated and particular events are handled, (McKenna and 
Beech, 2002). 
There is an emphasis now be placed in some organizations operating in some countries, 
that because of the need for quality and productivity improvement, there is now a 
requirement to focus on long-term results and the generation of any innovative ways to 
do things. This means that whereas the traditional manager could not come up with the 
number of high-quality ideas that are needed by themselves by introducing a 
participative management style they can, since everyone within the organization would 
become more involved and have the opportunity to be in on the thinking process. The 
commonality of interests which is connected with communicating directly to employees 
maybe difficult to achieve as the main participants, in the employment relationship, 
have very different ways of viewing the world of work. 
Additionally in some countries there has been a shift in management style away from 
collectivism towards individualism this process started with the demise of the industrial 
relations system that was based on state-sponsored collective principles and voluntary 
collective employer and employee institutions, (McMillan-Capehart, 2005). Although 
some researchers have directed attention to management styles adopted by Arab 
managers, and typically reported an authoritarian management style, (Atiyyah, 1992; 
Al-Husan and James, 2003; Anwar and Chaker, 2003; Almhdie,, and Nyambegera, 
2004; Alas, Tafel, and Tuulik, 2007). 
Other studies have concluded that a much more consultative style is generally favoured. 
In those cultures where, more emphasis is placed on consensus and co-operation rather 
than individual initiative and effort, (Dedoussis, 2004), employee motivation is derived 
more from a sense of belonging, and rewards are based on being part of the group. In 
such cultures the role of management is to facilitate team effort and integration and to 
foster a supportive atmosphere in which a group/organizational culture is created. 
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However there has been little work considering HRM/EIP in less developed countries 
like Libya. The apparent predominance of an authoritarian Arab management style is 
explained by the characteristics of Arab culture. Thus, the authoritarian style is linked to 
the authoritarian nature of traditional leaders in Arab society, (Badaway, 1980) while a 
consultative style is traced to the Islamic and tribal values which encourage consultation 
(shura). 
In the research carried out for this study managers interviewed in both sectors were 
asked questions specifically intended to highlight their position within their companies, 
their power and particular management style and the individualistic or collective 
relations this style promotes with their employees. The results from the survey of 
managers reveal almost total agreement from managers in the private sectors of either 
country in response to the question regarding their particular management style. All of 
them stated that their particular style of management promotes communication directly 
with employees, rather than through employee representative channels, there was only 
one Libyan private sector manager who sated this was not at all the case. As all of these 
managers are operating in private sector companies this could have an effect on their 
position and power, it may also have an effect on the management style they employ 
and the individualistic or collective nature of their communication with employees. 
Only one Libyan manager stated that his particular management style did not promote 
communication directly with employees, rather than through employee representative 
channels. He also pointed out that in his opinion communicating directly with 
employees did not necessarily promote a commonality of interests between employee 
and the organization. The results from this study show a remarkable similarity between 
responses from UK managers in both the public and private sector this was not the case 
in Libya were there were a number of differences between managers in the public and 
private sectors of that country. In the UK managers from both the public and private 
sectors agreed that they felt, their particular management style promoted 
communication directly with employees, rather than through employee representative 
channels and also that communicating directly with employees promotes a commonality 
of interests between employee and the organization. There was only one UK public 
sector manager who disagreed. These results indicate that the prevailing management 
style may be particular to the social, economic and political circumstances which both 
shape the nature of these preferences and choices and the power available to the 
respective parties to impose them. 
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In the Kruskal Wallis results of the research report's survey data from UK and Libyan 
public and private sector employees' the null hypothesis was rejected and showed that 
there are significant differences between these participants' responses with regard to the 
ability of managers to keep them informed in certain circumstances. In the responses 
from employees concerning their managers the results indicated agreement from the UK 
private sector employees with the notion that their managers were very good at keeping 
employees informed about changes in Staffing. They were not so good at keeping them 
informed about financial matters including budgets or profits. There was a general level 
of agreement from these UK private sector employees that managers are very good at 
keeping employees informed about changes in the way they do their job as well as about 
changes to the way the organization is being run. 
The Libyan private sector employees disagree that their managers are very good at 
keeping employees informed about changes in their job or their company. They also 
report that managers in their company are not very good at keeping them informed 
about financial matters including budgets or profits. In the UK public sector also 
employees disagreed that managers were very good at keeping employees informed 
about financial matters including budgets or profits, they also disagreed that managers 
were very good at keeping employees informed about changes in the way they do their 
job. The Libyan public sector workers were surprisingly in agreement with their Libyan 
private sector opposites as they also related that their managers were very good at 
keeping them informed about changes in staffing. They did not however agree that 
managers in their company are very good at keeping employees informed about 
financial matters including budgets or profits. The single similar them which runs 
through these results is that there are areas were managers are not very good at keeping 
employees informed, communication seems to be totally lacking in regard to financial 
matters including budgets or profits. The introduction of certain HRM practices and, 
more specifically, high performance work practices and employee involvement may 
depend on organizational culture, but their implementation and effectiveness will very 
much depend on the management style that exists within the organization and the 
employment relationship that this creates as well as the extent of employee involvement 
and participation this relationship supports. This is because employees believe, just like 
the results of this survey points, that they have an equal right to a say in decisions that 
are being made that will affect them and therefore need to be allowed to participate in 
the decision making process. 
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6.4 EIP in the Organization 
The particular management style employed within an organization will play a vital role 
in promotion of particular forms of employee involvement and participation (EIP). It 
will also indicate the organizations support for direct communication in an 
individualistic manner with workers or its preference to have communication carried out 
in a more collectivistic way through established workers representative organizations. 
EIP has been investigated cross culturally before in the UK, USA and the European 
Union in order to determine, what factors may be contributing to the trend towards any 
particular form, or at least the use of certain bundles or clusters of employee 
involvement and participation (EIP). Although this trend is less obvious in continental 
Europe, it is just as popular in the USA, as it is in the UK (Gill and Krieger, 2000). The 
introduction of task centred involvement practices began to grow as the recognition of 
representative forms diminished in the UK, (Harley et al, 2005) and even now UK 
employers remain deeply suspicious of the European forms of representative 
arrangements. 
The survey for this research included, in the questionnaire to employees, in both 
country's and sectors, the opportunity to select their own preferred form of EIP which 
they found most helpful in keeping them informed about the workplace. In the Kruskal 
Wallis results of the research report's survey data from UK and Libyan public and 
private sector employees' the null hypothesis was rejected and showed that there are 
significant differences between these participants' responses with regard to their 
preferred form of EIP. The UK private sector employees disagreed with the Libyan 
public sector employees about the use of the Internet as a prevalent form of EIP, and the 
use of `Workplace Intranet as a helpful form of employee involvement practice in 
keeping them informed about their workplace' this difference highlights technological 
short coming in Libya. 
There are also socio-political differences in the two countries, and this was apparent 
from the significant difference the results revealed regarding employee representation. 
UK private sector workers had a significantly different view from Libyan public sector 
workers, regarding the helpfulness of the, `Union or other employee representative 
bodies' as a form of employee involvement practice, `in keeping them informed about 
their workplace'. Employees in both countries and in either the public or private sector 
supported the use of upward communication and problems solving groups as effective 
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methods of EIP. The most significant differences were in respondents' opinions 
regarding the effectiveness of team meetings between managers and employees, 
suggestion schemes, and problem solving groups, as helpful forms of employee 
involvement practice. In the UK private and public as well as the Libyan private sector 
direct communication with employees rather than through employee representatives is 
being promoted as the best form of EIP. 
EIP can take many forms including top down communication (TD) from managers to 
employees, (Cox et al., 2006), and involving the use of practices team briefings as well 
as regular meetings between senior managers and all sections of the workforce and 
regular newsletters distributed to all levels of employee. This form of employee 
involvement is an example of top-down involvement, (Addison and Belfield, 2000). 
Upward problem solving (UP), involves the use of regular meetings among work- 
groups to discuss aspects of their performance (such as quality circles) and suggestion 
schemes, (Marchington, 1992). This is employee involvement from the bottom up, 
(Addison and Belfield, 2000). Indirect or representative participation (RP) in workplace 
committees, are more according a consultative device, (Marchington, 1992), rather than 
a forum for negotiation and participation in real decision making. There is a strong case 
that any improvement in channels of communication between managers and those they 
manage is not only advantageous but imperative in order to build trust and ensure that 
the organization is world class, (Cox et al., 2006; Owusu, 1999). 
Most organizations who exhibit an Anglo-Saxon or capitalist driven view of HRM see 
non-union representation and consultation as providing, the most effective channel of 
communication, its' advocates suggest than unions are disruptive and without their 
interference a more 'harmonious and less conflictual relationship with the workforce 
will occur, therefore encouraging an atmosphere of mutual cooperation, (Gollan, 2006). 
Interviewed managers in the survey for this research were asked to give their 
preferences for EIP. 
There were equal numbers of both public and private sector managers interviewed for 
this study that preferred upward problem-solving (UP). Although two of the managers 
from the public sector placed representative participation (RP), there was only one of 
those from the private sector that had the same opinion. There was one manager from 
each of the public and private sectors who put top down communication (TD) as their 
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first preference. In the UK the first preference of many managers in both sectors is top 
down communication (TD). Although two UK public sector managers opted for 
representative participation (RP) as their first choice there were another two who chose 
upward problem-solving (UP). In Libya there were equal numbers of both public and 
private sector managers who preferred upward problem-solving (UP). Two of the 
Libyan public sector managers' preferred representative participation (RP) and only one 
from the private sector had the same opinion. There was only one Libyan manager from 
the public sector and another from the private sector who put top down communication 
(TD). as their first preference as a form of EIP, which seemed more popular with UK 
managers of both sectors. 
Most UK public and UK private sector managers opted for top down communication 
(TD). top down communication which flows from managers to employees, and 
involving the use of team briefings as well as regular meetings between senior managers 
and all sections of the workforce and regular newsletters distributed to all levels of 
employees. This seen as the most popular form of downward communication within 
many organizations, because although they are essentially a top-down form of 
communication, there is some opportunity for employees to ask questions or perhaps 
even to lodge comments, queries or concerns. There are however criticisms of this form 
of employee involvement as line managers might be unable to communicate effectively, 
or the information received could be irrelevant or mistimed. Furthermore the trade 
unions can sees team briefings as undermining their role in the organization and 
challenging the authority of employee representative. In both the private and the public 
sectors of many Western companies there has been a rise of popularity of team meetings 
as the power of the unions have diminished and forms of non-unionised employee 
involvement have taken there place. All of the Libyan and UK public sector managers 
agree at least to some extent that, they do have a policy of union recognition in their 
company. In the UK private sector a union policy is not in place in most companies, 
only one manager says there definitely is such a policy and another says there is, but 
only to some extent. As was previously pointed out within any organization there are 
competing demands. In those organizations which have an internal focus things like 
integration, information management and communication are emphasized, whereas in 
an organization with an external focus the emphasis is placed on growth, resource 
acquisition and interaction with the external environment. 
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The very essence of the Western unitary theory regarding the employment relationship 
is that, the work organization is an integrated and harmonious whole existing for a 
common purpose, (Farnham and Pimlott, 1995). However the he origin of the debate on 
frames of reference for the employment relationship, stemmed from a distinction made 
by, (Fox, 1966) between unitary and pluralist approaches. Supporters of the unitary 
perspective, state that there is a harmony of interest between employer and employee, 
(Edwards, 2003). This view lies at the very core of some managerial thinking and 
several academic approaches, where it was taken for granted, that everyone involved in 
an organization had shared goals and was labelled the human relations tradition, 
(Edwards, 2003). It is assumed therefore that every employee identifies unreservedly 
with the organizations aims and with its methods of operating which would mean that 
there is no conflict of interest between, the stakeholders namely the shareholders, 
management and their employees, (Farnham and Pimlott, 1995). In this situation, the 
managers are expected to manage and provided strong leadership to those who are 
managed as well as communicate with them effectively as they are considered part of 
the same team. 
6.4.1 Direct or Indirect Communication with Employees 
In the decision to be made about the nature of employee involvement and participation, 
the most important requirement would be a suitable communication structure, to keep 
employees informed of managerial as well as enterprise decisions. The management 
style typical could be either a paternalistic approach towards subordinate employees at 
one extreme, or a more authoritarian one at the other. Work organizations, under the 
latter approach are viewed as unitary in their structure as they have a single source of 
authority and a cohesive set of participants motivated by common goals. Employee 
relations therefore, are based on mutual co-operation and harmony of interest between 
management and managed within the organization. 
The traditional framework of HRM emphasizes that that if management seeks to meet 
the needs of people this will lead to a competitive advantage through mutual co- 
operation. This idea of co-operation however, is based on the assumption that such an 
investment, by management in a company's human resources will lead to a situation, 
were there is no longer a demand from employees for services of a union, (Mc 
Loughlin, 1996). Therefore, if an HRM approach without unions provides the best fit 
with these conditions then this is likely to be the preferred approach. There is a case 
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however that HRM can involve a degree of collectivism, which exists alongside a more 
individualised approach to the management of employee's, (Mc Loughlin, 1996). In 
such a situation the trade unions presence is allowed but based around more co- 
operative relationships, there are `new style' single union arrangements that supply 
examples. 
However many academics and practitioners of HRM believe that, it is the management 
style that, promotes communicating directly to employees, rather than through 
established trade union channels, which has the obvious advantage of promoting a 
commonality of interests between employee and organization, (Townley, 1994b). 
Others justify the use of some form of representative participation because it improves 
communication and information sharing; allows effective dispute resolution; enhances 
employee bargaining power; and leads to fair and just decision-making; and improved 
morale and social cohesion, (Gollan, 2001). 
The research carried out by Elkabwia, (2000) showed that Libyans workers surveyed 
felt that indirect participation through the employee committee did not fulfil their wish 
to be able to communicate more directly with management. Furthermore some 
employees believed that the employee committee was merely used to consult about the 
minutiae of management decisions and was not at all involved in the real decision- 
making process. It is the managers within organizations who need to decide on how 
they deal with both the individual employee and the collective, representative 
organization these representatives need to function as the main means of reporting back 
employees' feelings, (McMillan-Capehart, 2005). A UK Government report in 2001 
argue that modem employee relations were essential in order to compete within the new 
"knowledge economy" UK. 
The research carried out for this study showed that the most high involvement work 
practices in UK companies were team briefings followed by consultation with employee 
representatives. At that time semi-autonomous team working were being introduced into 
a number of companies, particularly for production workers, but quality circles and 
employee appraisal were relatively limited. Even though the UK Government's aimed at 
the time to bring in new minimum standards for workforce communication and 
involvement in larger firms (over 50 employees) it's main intention was to do so in a 
way that facilitated rather than hindered the creation of high performance workplaces. 
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In most of the developed countries the use of the e-mail and intranet was reported by 
more than 30% of organizations, (Kersley et al., 2006) and it is likely that the instances 
of e-mail and intranet usage will increase in years to come as more companies make use 
of these facilities. The use of such methods of communication will spread to the less 
developed countries as they too take on board western management frameworks and 
introduce new technology. 
6.4.2 Respondents Preference for Forms of Representation 
From its very beginning, employee involvement in management's decision making has 
been a challenge, in some countries there is dual structure where employee involvement 
in management's decision-making institutionally is separated from the trade unions. In 
other countries employee involvement is based on two pillars: both the trade unions and 
a body elected by all employees and in others employee involvement in management's 
decision-making is exclusively based on legislation. It is apparent therefore that there is 
a wide spectrum of patterns of employee involvement in management's decision-making 
and some countries such involvement is virtually unknown. 
The non-unionised form of employee representation is institutionalised in some Western 
European countries and employee representatives are generally appointed by either the 
management or the unions, and hardly ever by elected directly by employees 
themselves. Even Joint Consultative Committees play a secondary role and usually only 
have an advisory role to management, and are often restricted in their jurisdiction to a 
narrow range of issues, or specific briefs for a limited period of time. Downward 
communication means top-down communication from management to employees and 
Team briefing systems are seen by many to be the most extensive of direct participation 
schemes normally used to communicate information down the organizational hierarchy 
in a systematised manner. News letters and notice boards provide a mix of information 
about personnel, events and places. 
Most of the developed countries such as UK have already adopted e-mail technology as 
a facilitator for modem employee relations techniques. Suggestion schemes work on the 
principle that employees submit suggestions (possibly in a real suggestion box or 
electronically by e-mail). Any suggestion is then reviewed by managers, and a decision 
is made as to whether to accept or reject it. Upward problem-solving also includes 
problem-solving groups; such groups are generally small in nature and normally meet 
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on a voluntary basis, their purpose being to deal with work-related problems and to 
produce solutions. Task-based participation and team working are distinctive in that 
they are integral to normal working life. In the developed countries such as the UK, a 
difference exists between public and private enterprises in their propensity to use team 
working, with public sector organizations tending to be more inclined towards problem- 
solving groups and training courses. 
Some commentators argue that `non union representation structures such as works 
councils are used by management as "cosmetic" devices or are little more than 
"symbolic" forms of representation as a means to avoid trade unions', (Gollan, 2005, p. 
426). These commentators have also stated that such structures are often packed with 
"hand picked management cronies" or in the cases where employees can elect 
representatives these representatives will not be fully independent of the company, 
(Gollan, 2005, p. 426). In many organizations non union representation and 
consultation as providing, the most effective means of communicating with employees 
that provides more 'harmonious and less conflictual employee relations which can result 
in the creation of an encouraging atmosphere of mutual cooperation. 
In the Kruskal Wallis results of the research report's survey data from UK and Libyan 
public and private sector employees' the null hypothesis was rejected and showed that 
there are significant differences between these participants' responses with regard to the 
individualistic nature of employee representation and the collectivist or individualistic 
orientation of the existing employee relationship. There is a difference in the way that 
Libyan public and private sector workers represent themselves, but even greater 
differences are apparent between the UK public and private sectors. Respondents in 
these companies disagreed about whether or not EIP in their company was based on 
unitatist or collectivist philosophies and there was also a significant difference in the 
level of involvement, participation and empowerment of employees. These UK public 
and private sector employees disagreed about team working and it's helpfulness in the 
workplace. Finally there was also evidence of a significant difference between UK 
public and UK private employees, with regard to whether or not, `Greater participation 
by employees will result in improved satisfaction and morale and as a consequence 
increase performance'. In Libya most workers tend to belong to a union or are 
represented by a committee, however there appears to be less of this type of 
representation in the private sector there. 
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However where these representative structures do exist worker representatives are not 
elected by the employees themselves, and they are not therefore fully independent of the 
company. The UK respondents especially those in the Private sector chose not to 
answer some of the questions presented about employee representation in their 
company, which made it difficult to draw any real and worthwhile findings from these 
results. However, it is perhaps most significant, itself that large numbers of UK private 
sector respondents, for whatever reason, felt they did not want to answer these 
questions. In both the Libyan public and private sectors and the UK public sector 
managers stated that there were unions to represent employees. The main reason put 
forward by UK private sector for the non recognition of unions where that they 
confused the situation with the introduction of a third party to the employment 
relationship. Or that they were only required if formulaic dealings of staff and 
management where occurring and even that they would lead to an, us and them attitude 
creeping into the company, that would threaten its' very existence. 
6.5 Changes Required in EIP and the Possible Effects 
Traditionally in Libya the area of management and the employment relationship have 
been affected by the fact that the extended family, clan, tribe, village and Islamic 
religion characterise the Libyan social environment, (Agnaia, 1997). Studies which 
have been carried out in international comparative management have highlighted the 
impact of industrialisation on developing nations, (Abbas, 1990) as they strive for 
economic progress. There are two main issues that can affect the struggle by developing 
or transitional countries for economic progress these are the transfer of Western 
management techniques and practices, and the selection of appropriate frameworks to 
achieve ambitious developmental goals, (Abbas, 1990). There is a continuing interest in 
studying and analysing the forces influencing organizations, as well as the human 
attitudes/behaviour and the environment which put constraints on the organization and 
its members. There is a growing belief, that global conditions require that, companies in 
countries like Libya need to be ready to adapt their policies to any changes in the 
surrounding environment, by having more knowledge about western management 
techniques, and the use of employee involvement to secure greater commitment from 
workers to improve performance, (Agnaia, 1997). In many of these countries companies 
have tried to solve these problems by reforming their existing organizational culture and 
structure or by altering their systems of corporate governance and human resource 
management frameworks. Total quality management (TQM) was recognized by many 
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as an innovative management methodology for improving operational performance as it 
increases customer satisfaction through high quality products and services, (Jung et al., 
2008). To ensure the success of any TQM scheme however a fundamental change in 
organizational culture was necessary. As a major cultural change strategy for 
profitability and the provision of a competitive edge, TQM embraces the concept of 
total employee involvement in the form of teams, (Brown and Cregan, 2008). To many 
organizations and their management, this requires a fundamental change in the way 
decisions are made as employee involvement in decision making is an essential 
requirement. Unlike traditional forms of information sharing, there is a need for a two- 
way, proactive process of communication. This means that managers needs to relinquish 
some of their control over decision making to provide employees with an opportunity to 
provide input and help determine the outcome. However, different techniques need to be 
adopted for changing circumstances, (Butler, 2009) and the conditions under which 
management initiate various forms of participation, must be taken into account. 
In Libya at the moment there is a general feeling of a need for change and improvement 
in organizations, which have traditionally operated as labour-owned enterprises in the 
public sector. The moves toward change have involved diversifying the sources of 
national income revenues; helping to create job opportunities; satisfying the needs of 
consumers and exploiting the available sources, whether natural or human, (Committee 
of Evaluation the industrial Companies Situation, 1994). In the 1980's Libya started to 
move towards liberalization of its economy, this is exemplified by the greater scope 
allowed to private enterprise in the retail trade, and to small-scale industries and 
agricultural businesses. In the 1990's a Privatisation Law was passed providing for the 
sale of state assets to private interests and for private sector participation in the 
economy. As a consequence of economic liberalization and deregulation of industry 
and business there is also a demand for a new corporate ethos which promotes the 
necessary organizational change needed to survive in the turbulent economic 
environment. The main objective must be to implement successful strategies is to adapt 
to the new world market environment. In the UK during this period of time as the 
number of companies using older traditional forms of representative structures halved, 
(Gollan, 2001), forms of direct employee involvement such as consultation methods 
(e. g. team briefings and meetings) have grown in popularity, (Cox et al., 2007). 
226 
The traditional form of employee involvement in Libya was through the workers 
committee these were established when the workers took over the running of all 
enterprises. These committees were organised at plant level along the lines of the unions 
in Italy, but in Libya one fourth of the organizations profits were to be distributed to all 
workers, 30% in cash and 70% in the form of employee benefits. These actions put into 
practice Qadhafi's ideological slogan: "Partners not Wage-Laborers. " This was a more 
radical change than that advocated by the previously enacted Law of 1973, which 
guaranteed profit sharing for the workers if the enterprises employed more than ten 
workers and if their annual profit exceeded 4,000 Libyan dinars. 
The most significant economic and social processes that have taken place recently in 
countries like Libya were the transition from socialism to capitalism in traditionally 
communist countries, (McCann and Schwartz, 2006). After the immediate aftermath of 
the collapse of state socialism discussions of change in management and employment 
relations in post socialist societies took place, these discussions were informed by the 
urgency of the desires (of transitional as well as Western governments and international 
organizations) for rapid and irreversible reform in the economies of these counties. 
There is also a major driving change toward the idea that intellectual capital is a source 
of organizational advantage, therefore knowledge rather than labour is becoming the 
greatest source of added value and growth, this idea is altering in many ways the 
employment relationship. Liberalising economic strategies are rapidly spreading 
around the world spurred on by the World Bank and IMF as they seek to restructure 
developing-world debt. 
There are various populist states just like Libya that are now reinventing themselves as 
facilitators of the market and are becoming more democratic entities. The key engine 
for change in these countries who wished to economic progress was no longer the state, 
but rather enterprises, in particular privately-owned enterprises. At an organizational 
level the most important practical considerations to be taken into account in this 
evolution towards intellectual capital as a source of organizational advantage is the 
implementation of the concept of EIP. 
What this requires however, is a new attitude to encourage, all workers of the company 
and workers' representatives, middle managers, and especially top managers, to share 
common goals and efforts, (Owusu, 1999). Senior management must be the driving 
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force in defining this organizational evolution, they must be willing to inform and listen 
to the workforce, and be prepared to negotiate with their representatives, and essentially 
they must motivate the workforce to accept change, (Owusu, 1999). Middle managers 
must be willing to acquire the relevant knowledge that will allow them to operate 
outside their traditional role furthermore they themselves must be willing to evolve. 
Workers need to be willing to change and become more flexible and have the ability to 
work on their own, and their representatives need to be willing to negotiate with 
managers at the very top of the organization to preserve jobs and ensure company 
effectiveness. 
In the Kruskal Wallis results of the research report's survey data from UK and Libyan 
public and private sector employees' the null hypothesis was rejected and showed that 
there are significant differences between these participants' responses with regard to the 
level of EIP in their respective companies, the need for change in the existing form of 
EIP practiced and also the effects of any change. The results from the employee 
questionnaire showed that in the UK and Libyan private sectors there are different 
views regarding the need to change the style of employee involvement to a much more 
individualistic one. There are also differences of opinion regarding whether greater 
participation by workers would result in improved satisfaction and morale and as a 
consequence increase performance. A similar difference is apparent between these 
groups in response to the need to `change to the existing employee involvement 
practice, ' in order to, make work life more meaningful and satisfying. The apparent 
differences between UK private sector workers in comparison to Libyan public sector 
workers occur in relation to the notion that, greater participation by employees will 
result in improved satisfaction and morale and as a consequence increase performance, 
or even that, there is any need to change the existing employee involvement practice 
within their company. This finding is partly reflective of Jackson, (2002); Rees and 
Metcliffe, (2008) who have highlighted the shift away from collectivism and the 
emergence of individualism. 
Managers in the companies surveyed also had differences of opinion regarding the 
employee representation and participation that takes place in their company, as well as 
on the need for any change in their company's present practices and the effects that may 
come about as a result of any such change. Libyan public and private sector managers 
had a more positive attitude to the need for increased levels of employee involvement 
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and the subsequent effect on worker satisfaction, but markedly less support for workers 
participating in the decision making process. In comparison managers in the UK public 
sector were in agreement with their Libyan counterparts and those Libyan managers 
from the private sector, in their reluctance to offer their support to such a proposition. 
UK private sector managers where totally opposed to the need for increased levels of 
employee involvement. Even in UK public and Libyan private sector organizations 
with different types of corporate governance respondents also disagreed on whether or 
not, any change to the existing employee involvement practice would make work life 
more meaningful and satisfying for workers, as did the UK private sector workers and 
Libyan public sector workers. This finding is similar to the research by Jackson, (2002); 
Rees and Metcliffe, (2008). Both Jackson, (2002); Rees and Metcliffe, (2008) identified 
the shift away from collectivism and the emergence of individualism. 
In the final section of this thesis conclusions will be drawn, these will be of a general 
but also of a specific nature, regarding the research questions that were posed and the 
testing of the hypothesis generated. The research report will also point out the 
limitations that have been revealed in this study, but also highlight its contribution to 
our knowledge and understanding of models of HRM and EIP practice, the nature of the 
employment relationship in certain national and organizational cultures and also the 
case that is being made for convergence. 
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SECTION FOUR: CONCLUSIONS 
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Chapter Seven 
Conclusions 
7.0 Introduction 
The background to the research has already been highlighted in Chapter One. There 
are competing demands that in every organization, between their internal and external 
environments. The competing demands present include the influence of any nations' 
political/economic and cultural individualities, on the organizational culture which is 
prevalent, and the effect this will have on managers' ability to deliver efficiency and 
effectiveness' as well as employee employee's motivation towards these 
organizational objectives. 
Culture is therefore seen as a central and important topic in the HRM concept and is 
concerned with those values, commendable attitudes, acceptable beliefs, as well as the 
assumptions, actions and procedures that people adopt in organizational life. The 
pressures that have been brought to bear, especially on countries with transitional 
economies, by globalisation have intensified competition in product and labour 
markets. Emphasising the need for greater efficiency and productivity and 
highlighted a greater focus on the link between EIP, business strategy and 
organizational performance. The relationship between communication, consultation 
and organizational performance has formed a significant part of the continuing debate, 
about whether approaches to the management of people are converging or diverging. 
In the UK an Anglo-Saxon framework emphasizes individualism, and there is some 
evidence to suggest that such an approach may be encroaching on the human resource 
management approaches used in transitional countries like Libya, who until quite 
recently were considered to be populist states with collective societies. 
As Libya opens up to the West more and more companies are coming to work there, 
this investigation intended to consider the consequences of the importation of the 
Anglo-Saxon model of HRM and forms of EIP in Libya. This research has studied 
employee (EIP) within the UK and Libya contexts and considered the subjective 
meanings that people bring to their particular situation in relation to this area by 
surveying the attitudes, of employees in Libya and the UK. 
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In this final chapter of the thesis conclusions were drawn, from a general as well as 
specific nature, relating to the research questions that were posed and the testing of 
the hypothesis generated. The research report furthermore points out the limitations 
that have been revealed in this study, but also highlight its contribution to our 
knowledge and understanding of models of HRM and EIP practice, the nature of the 
employment relationship in certain national and organizational cultures and also the 
case that is being made for convergence. Finally it is the intention of the researcher to 
present a number of recommendations that can be made as a result of this study. 
7.1 General Conclusions 
The world of work is changing, in Libya. Today there are substantial changes taking 
place to improve the competitive environment in both the public and private sectors. 
There are new strategies being introduced in both sectors, by the Libyan government 
to assist Libyan companies to achieve cost advantage and productivity improvements. 
The success of these strategies however depends not only on meeting customer 
demands, but also on tapping into employee commitment, motivation and innovation. 
The first problems to be considered before implementing such strategies however 
include which modem working practices would be most effective, and what steps 
have to be taken to produce a highly skilled and committed workforce. These matters 
can only be resolved by implementing the most appropriate HRM practices and 
involving workers in these important decisions that will affect them and the way they 
work. National as well as organizational culture including legislation, values in 
society, labour market conditions, employee representative policies, business 
strategies and the management philosophy they promote must all play a part. 
Additionally, all of the stakeholders involved must have an interest in the human side 
of HRM in order to develop an environment which motivates people by involving 
them in decision making and creates an organizational culture based on trust and 
teamwork. This research has shown, many differences in national culture 
characteristics between countries, which must be taken into account. The idea of one 
approach to HRM and EIP, does not consider those differences that exist between 
organizations or their national cultures. The socio-economic and political differences 
that exist between them can make the idea of any specific HRM framework being 
accepted by all, impossible. Nevertheless, in transitional economies like Libya there 
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is pressure towards homogeneity, by the existence of the fashionable high- 
commitment strategies currently favoured in the West, sometimes referred to as 
'Americanization'. 
In the past in these transitional economies organizations were invariably state-owned 
and, the priority of the existing employee representative bodies was to participate in 
the administration and education of workers and come to their defence by protecting 
their conditions of employment. Now due to the changes that have taken place there 
have been serious affects on the nature of this employment relationship due to a 
restructuring of production in the search for greater productivity. There have been 
serious consequences from the new framework of production which included a 
weakening of the power of trade unions and a strengthening of the power of capital, 
within the production process, resulting in business operations becoming less 
controllable by an individual state authority. 
There were difficulties apparent in planned socialist economies, which have led to the 
drive for transformation which where, that in those economies organizations are 
typically state-owned and lack complete discretion to acquire and allocate resources. 
Also there was typically little or no experience and confidence among managers or 
government ministers to compete in a market-based economy. The transition from 
state-led to market-oriented economies is a defining characteristic of much of the 
business world at the present time. In the countries like Libya that are undergoing 
transition, political liberalization is seen as a component of economic reform, due to 
the fact that capitalism is believed to operate at its best, in a democratic political 
environment. This means that the `rolling back of the state' becomes as much a 
political, as an economic process. The assertion of developed nations is that it is only 
by adopting their ideological economic path, as well as a full package of templates for 
everything from the structure of the State, through cultural influences, to HRM 
practices, that will allow countries in transition to completely develop. 
In the UK there have been moves to introduce an organizational/corporate culture 
with a greater emphasis on individualism. The introduction of this organizational 
cultural shift is in complete contrast to those countries that have a high collectivist 
orientation, where the tendency is to have an organizational culture that leans toward 
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cooperative decisions, as opposed to individual decision-making. In countries like 
Libya consensus and co-operation have always been seen as being more valued than 
individual initiative and effort. Individual employee motivation derived from a sense 
of belonging, and rewards were based on being part of the group. 
In each country whether, developed or in transition, there is a need to carefully 
consider the different models of HRM practices and the most effective EIP techniques 
before they are adopted because changing circumstances and advances in academic 
theory will hopefully help to identify the most suitable for the particular cultural 
conditions. Perhaps the most important difference which would need to be resolved in 
order to be able to approach a semblance of convergence, is the total adoption by 
Governments of an organizational culture, under which the management style 
imposed initiates similar forms of participation. There is however even in the area, 
management style, an argument involving, the right to manage and the equal right of 
employees to have a say in decisions. This is due to the fact that, throughout the 
business world, there are different perspectives held on the management of labour. In 
one manager's expect to extort compliance from their employees in return for some 
advantage or reward. The alternative perspective sponsors a more participatory style 
of management and has recently been emerging internationally. Critics of the 
participatory style of management, say that it simply wastes time, because the 
participative decision-making process can be time-consuming as everyone's opinion 
is welcome. 
The research reporter believes however, that there has never been a greater need for 
managers to realise the danger inherent in their attitude of simply considering the 
people who work for them as expendable assets, to be treated as just another factor of 
production. Managers should have respect for their employees and consider that these 
people who they employ have the capability to think for themselves and assist in the 
company's performance through decision making and problem solving. Additionally 
there is a growing fervour, in light of the recent world-wide financial crisis, to no 
longer consider the market as the main generator of development it once was. 
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7.2 Specific Conclusions from the Study 
In order to draw some more specific conclusions the research report felt it was 
essential to ascertain whether or not the organizational culture and management style 
it promoted, in the UK and Libya today, supports direct communication with 
employees in an individualistic manner or, if this communication was carried out in a 
more collectivistic way. Respondents' attitudes, in both countries were gathered 
regarding their preferred form of EIP, the need they saw to change it and the possible 
effects that such change might have. 
7.2.1 National Culture 
From the results in this study it is apparent that there are, in fact significant 
differences between UK and Libyan public and private sector employees' with regard 
to the culture in their country. The private sector workers in the UK believe that in 
their national culture an individuals' allegiance is to his/her immediate family, and 
there is an emphasis on a work ethic expressed in terms of money, achievement and 
recognition. These follow Hofstede individualism and masculinity dimensions, in the 
Libyan private sector also, the masculinity dimension was work apparent from the 
responses of these participants, but they also felt that in their country's culture there is 
a tendency toward the power distance dimension. Libyan public sector employee 
responses showed they believe the prevailing national culture follows the uncertainty 
avoidance dimension. However they also agree with their Libyan private sector 
counterparts that in their country the less powerful person in society accepts 
inequality in power and considers it normal. 
It can be concluded therefore, that those respondents working in the UK private sector 
believe their country's culture is much more individualistic and there is a tremendous 
emphasis to work and aspire to earn money, as well as to aspire to achieve and be 
rewarded by recognition. Their counterparts in the UK public sector agreed, which 
means that in either sector of the UK workers are experiencing tremendous pressure 
to work hard and believe that money is the only significant motivating factor. 
Although Libyan private sector workers responses showed that they believed their 
country's national culture also had, a tendency toward this masculinity dimension, 
involving greater emphasis on the work ethic expressed in terms of money, 
achievement and recognition. The Libyan public sector employee responses where 
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different, showing that they believe their prevailing national culture follows the 
uncertainty avoidance dimension, which indicates high levels of bureaucracy and 
strict guidance of procedures. However they also agree with their Libyan private 
sector counterparts that in their country the less powerful person in society accepts 
inequality in power and considers it normal. This of course indicates the power 
distance dimension, suggested by Hofstede and is typically apparent in cultures with 
high levels of State control. Therefore there is evidence of clear differences between 
the national cultures according to the employees participating in this study. The most 
interesting conclusion is that there appears to be a certain level of convergence 
between UK workers and Libyan private sector workers in particular regarding their 
nations, culture. 
In order to consider these national/cultural differences in greater detail, the managers 
interviewed for the study were questioned about the nature of their country's 
economy, which the research report felt could also provide an indication of the power 
and control exerted by the State. In the results from the employees responses to 
questions regarding national culture there were differences, apparent between those 
from the UK and Libya, but there were also differences apparent from those working 
in either the public or private sector. In those planned socialist economies like Libya 
where organizations are typically state-owned they often lack complete discretion to 
acquire and allocate resources, additionally management have had little experience of 
and perhaps no confidence to compete in a market-based economy. In the countries 
like the UK, however with a market oriented capitalist economy, managers do have 
that confidence and experience and organizations do have substantial discretion over 
the allocation of their resources but also the formulation and implementation of their 
competitive strategies. The most fundamental feature of planned economies is as 
might be expected, with their power distance culture, is the comprehensive use of 
central economic planning and bureaucratic control. 
One of the UK managers interviewed from the public sector indicated that they 
personally did not have discretion to acquire and allocate resources, as did one of the 
Libyan public sector managers. The specific conclusions that can be drawn from the 
study into the respondents' views on the differences that exist between the UK and the 
Libyan economies are as follows. Managers in the Libyan public sector, confirm the 
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existence of their organizations lack of discretion to acquire and allocate resources, 
and their own lack of experience and confidence to, compete in a market-based 
economy. This was mainly due of course, to the fact that their organizations were 
completely state-owned and had no competitors in the country. UK public sector 
managers stated their organization had a great deal of discretion to acquire and 
allocate resources, even though their organizations are effectively under the control of 
the Government. Furthermore in organizations from both sectors in the UK managers 
felt they did have a similar amount of discretion over the formulation and 
implementation of their competitive strategies. These results indicate that the UK is a 
market oriented capitalist economy, in which even State controlled companies now 
have freedoms that would, normally be expected only in the private sector. Perhaps 
even more significantly, although Libya was traditionally a planned socialist 
economy, in the country today, there is now a lessening of regulation and the 
influence of government especially in the private sector. But does this also mean there 
is a lessening of central economic planning and bureaucratic control which is after all 
the most fundamental feature of planned economies. Libyan managers working in 
their private sector felt that this was not at all the case, but interestingly UK private 
sector managers felt there definitely was central economic planning and bureaucratic 
control in their country as did Libyan public sector managers. 
These results indicate that both groups of respondents feel that at least some central 
economic planning and bureaucratic control does take place in both countries. The 
recent moves toward liberalization in Libya, with more freedoms being -afforded to 
the growing Libyan private sector, must be behind the views from those managers 
regarding the lessening of their Government's economic planning and bureaucratic 
control, indicating a definite shift in the nature of their countries economy. This 
political liberalization is also being seen as an essential component of economic 
reform. 
The research report believes however that in Libya, as part of the process of 
transformation, there is a need to carefully consider the different management 
techniques before adopting them. Therefore, any moves to implement Western 
management techniques must be considered in light of the advances in academic 
theory to identify the most suitable for Libya's particular cultural conditions. 
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7.2.2 Transfer of Western Management Techniques and Practices 
Initially the Western management technique of HRM was based on the assumption 
that, if management ensure the needs of employees are met, this will lead to 
competitive advantage. In Libya today this search for competitive advantage is fully 
underway, as the country is emerging as a market of immense potential, generating 
interest from international investors. These investors believe that, `the market' will 
deepen and grow as the Libyan authorities encourage private-sector involvement and 
allow much more inward investment. Therefore as Libyan business continues to 
respond to the demand for greater efficiency and productivity, there must be a 
corresponding focus on the link between EIP practices and business strategy to 
increase organizational performance. There are also in Libya today various attempts 
to reform existing organizational culture and structure by altering the systems of 
corporate governance and HRM frameworks. This requires a fundamental change in 
the way decisions are made as EIP in this process is essential. Unlike traditional forms 
of information sharing, a two-way, proactive process of communication is needed and 
the conditions under which management initiate various forms of participation, must 
be taken into account. The main objective of implementing successful strategies is to 
adapt to the new world market environment, which will require a careful 
consideration by the Government of existing HRM practices, as well as any new ones. 
There is an expectation that in Libya with its much more prevalent control of 
organizations, in which the Government are the stakeholders, management practices, 
and therefore the employment relationship, would be unitary. The most prevalent 
Western management model of HRM practice is the Anglo-Saxon framework strongly 
advocated in the UK. The emphasis in this model is individualism. However in a 
country like Libya the alternative to this model would place a greater emphasis on a 
high collectivism concept, where there are, structures within the organization for 
employee participation through representation, and management offers co-operation 
and strong support to their workers. 
The literature reviewed for this study highlighted the vital role played by the 
management within an organization in promoting particular forms of EIP. It seems 
fair to assume therefore, that any differences that maybe apparent within 
organizations, will specifically relate to whether or not the management style which is 
present and imposed by the organizational culture actually supports direct 
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communication in an individualistic manner with workers or proscribes that this 
communication is carried out in a more collectivistic way through established workers 
representative organizations. The collective nature of a country like Libya will tend to 
lead to union recognition and representative participation whereas the individualism 
advocated in the more developed countries is more likely to lead to non-unionism and 
individualistic forms of EIP. 
From the results of this study into the differences between the EIP practiced in Libya 
and the UK. It can be seen that in the private sectors of either country the predominant 
management style promotes communication directly with employees, rather than 
through employee representative channels. The results showed a remarkable similarity 
between responses from UK managers in both the public and private sector, which 
was not the case in Libya, were there were a number of differences between 
manager's opinions depending on the sector they worked in. UK managers from both 
the public and private sectors agreed with their Libyan private sector counterparts that 
their particular management style promoted communication directly with employees, 
in preference to more representative channels. They also agreed that this direct 
approach promoted a commonality of interests between them and their employees. 
These results indicate that the prevailing management style may be particular to the 
social, economic and political circumstances which both shape the nature of these 
preferences and choices and the power available to the respective parties to impose 
them. Certainly in the Libyan private sector at any rate there is evidence of a 
lessening in the use of the traditionally acceptable and much more collectivistic form 
of communicating with employees through their representative committee. 
7.2.3 Direct or Indirect Communication with Employees 
Libyan managers, have to realise the importance of communicating effectively with 
their employees. The literature reviewed highlighted the danger that is inherent in 
adopting an attitude that considers workers as expendable and treating them as just 
another resource and factor of production. However, in order to create such an 
environment, there are a number of, attitudinal changes and practical considerations 
that have to take place. The most important being the implementation of the concept 
of EIP and the creation of an organizational culture in which EIP is accepted by 
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everyone concerned. This new attitude requires the encouragement of all employees 
of a company whether they are production workers, workers' representatives, middle 
managers, and especially top managers to share common goals and efforts. There has 
been little exploration, of how the changing economic, political, cultural and legal 
environments might influence the `embeddedness' of specific forms of EIP. 
In some countries there are forms of EIP that have fallen by the wayside, while others 
flourish, additionally there is a significantly apparent shift, in some countries, from 
union to non-union representation, which is felt by many to be the predominant 
Anglo-Saxon model. It is the view of some researchers that non-union representation 
structures such as works councils are used in many countries, by management, but 
only as `cosmetic' devices. Non-union representation structures and consultation in 
organizations, where it does exist, can provide channels of communication with 
employees that are more effective than unions. This form of non-union representation 
can create of a more harmonious and less conflictual relationship with the workforce. 
It can also be concluded, from the results of the survey of employees for this research, 
that even they particularly if they work in the private sector of either country are now 
showing less support for employee representative participation. As the result show 
that UK private sector workers had a significantly different view from Libyan public 
sector workers, regarding the helpfulness of the, `Union or other employee 
representative bodies' as a form of employee involvement practice, `in keeping them 
informed about their workplace'. Perhaps the most significant differences, which 
became apparent, were in respondents' opinions regarding the effectiveness of team 
meetings between managers and employees, suggestion schemes, and problem 
solving groups, as helpful forms of employee involvement practice. Employees in 
both countries and in either the public or private sector supported the use of upward 
communication and problems solving groups as effective methods of EIP, these are 
the forms of EIP promoted by the Anglo-Saxon model of HRM. In the UK private and 
public as well as the Libyan private sector direct communication with employees 
rather than through employee representatives is being promoted as the best form of 
EIP, this rejection of representative participation is happening as an effect of the 
implementation of the Anglo-Saxon HRM model. The number of companies in the 
UK using older traditional forms of representative structures has decreased, while 
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those implementing more direct forms of participation have increased perceptibly. 
The available evidence clearly shows that more direct methods of communication 
with employees through team briefings and team meetings have grown in popularity 
in the UK. This is supported by the results of this study, for as can be seen from the 
results of respondents to this survey, particularly in the UK and Libyan private 
sectors, the support for indirect methods of employee participation involving 
employees' representatives in unions or even joint consultative workers committees 
has declined. 
The Libyan Government is implementing policies to modernise or rationalise the 
existing HRM techniques, organizational culture and structure as well as the corporate 
governance, presently in use, within all types Libyan organizations in order to change 
the countries economy. This is causing the use of representative employee 
participation to lose favour with the very workers it was always meant to support. 
7.2.4 Organizational Culture 
The literature reviewed revealed that in a number of other studies previously carried 
out, it was suggested that organizational culture is significantly influenced by the 
national culture at which the organization is located, and as can be seen from the 
results of this study, there are significant differences between the UK and Libya's 
national cultures, particularly in the treatment of human resources. According to the 
theorists, within HRM there is an emphasis on the motivation of the employee and the 
need to develop an organizational culture based on trust and teamwork. The research 
report believes that the culture which exists within an organization should help, to 
provide all the members of the organization with a way of giving meaning to their 
daily lives. The implementation of any particular culture therefore should be intended 
to produce widespread agreement about basic assumptions and values in an 
organization in order to increase behavioural consistency and thereby enhance 
organizational performance. This is what makes the creation of a strong culture a 
powerful tool to influence employees' behaviour and improve their performance. 
In Libya in this new century there has been a refuelling of an old debate on the 
fundamental issue of corporate governance. In Libya remember after the Revolution, 
a particular type of mass ownership was implemented which is legislated for in 
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Libyan law. The management of Libyan companies were placed in a position where 
they must cooperate with local and central committees who represent the employees' 
interests as partners in production. From the review of the literature it is apparent that 
in some transitional countries, there has been a shift in organizational culture away 
from collectivism towards individualism. There is an assumption which is generally 
held, that private-sector firms in capitalist economies are primarily concerned with 
profit-maximisation, while public-sector organizations in these economies follow 
different corporate objectives. It was concluded earlier that although all of the UK 
public sector managers believed, that in their country there definitely is central 
economic planning and bureaucratic control. The Libyan private sector managers, 
tended to state it was not the case in their country. Given the fact in a market driven 
economies established institutions primarily facilitate rather than constrain markets, 
whereas in those which are planned, such institutions constrain as well as facilitate 
markets. The result from this study show that some UK public sector managers felt 
markets where facilitated by the established institutions. This fits in with the 
definition of a planned economy. In the Libyan results all of the private sector 
managers questioned felt that in their country established institutions facilitate 
markets, this was no doubt due to the Governments policy of Liberalization. Libyan 
and UK private and public sector respondents' were asked questions to discover the 
organizational culture they believed existed in their companies and the employment 
relationship that this culture encouraged. UK public sector employees tended to agree 
that `the employment relationship is about more than just earning money' and 
similarly agreed that, `this relationship is a partnership of cooperation', those in the 
private sector disagreed. 
This would be the type of result expected from people working in a planned economy 
not one that is a free market-orientated. UK employees from both sectors indicated 
high levels of EIP in their organizations. This is interesting because, in a liberal 
market economy, where the employment relationship is typically portrayed as a 
contract of service a different response would have been expected. Throughout the 
world there are a number of countries like Libya who are in transition. Today 
however in many of these countries there is a significant challenge to transform the 
organizational culture by promoting the necessary organizational change needed to 
survive in the turbulent economic environment this is certainly the case in Libya. 
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7.2.5 The Degree of Autonomy for Employees 
In Libya today with a traditionally high collectivist orientation in their national 
culture, the organizational culture chosen should lean toward cooperative decision- 
making instead of individual decision-making, which is according to the literature the 
preferred form of organizational culture in the UK. There is a suggestion from the 
literature reviewed however that, in the UK over the last few years information 
sharing as a form of EIP has been implemented as a system specifically designed to 
increase management control by merely creating the impression that autonomy has 
been devolved to employees. 
The literature reviewed also indicated that in planned economies like Libya with the 
bulk of organizations being state-owned, autonomy had been stifled along with risk 
taking, initiative, creativity, transparency, and performance based reward systems, by 
the existing organizational culture. As part of this study the form of EIP which takes 
place in the organizations sampled from the UK and Libyan public and private sectors 
was only one of a number of factors be considered in this investigation of the 
implementation of EIP. It was also necessary to investigate the degree to which the 
organizational culture contributes to the degree of autonomy employees are granted as 
well as the importance placed on health and safety in the work environment and the 
opportunities employees are given for self development as well as involvement in 
decision making. It is most important however to remember, that the relationship that 
managers establish with their employees is crucial, especially in the way it indicates 
the degree of autonomy the employee is granted, and the safety of the work 
environment it promotes, as well as the opportunity for training and development 
workers are offered. 
In the testing of the pilot questionnaire for this study a number of the tested 
respondents reported some difficulty understanding the word `allegiance' in one of 
the questions and others felt the same about the word autonomy. In the revised 
questionnaire the word `loyalty' is used instead of allegiance and the other question 
was amended to read; `In my company the freedom offered to employees to make 
their own decisions is high', which cleared up the misunderstanding of the word 
autonomy. 
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As has already been pointed out, when Libyan and UK private and public sector 
respondents to the questionnaire were asked questions to discover the organizational 
culture they believed existed in their companies and the employment relationship that 
this culture encouraged. Those workers in the UK public sector tended to agree that 
`the employment relationship is about more than just earning money' and similarly 
agreed that, `this relationship is a partnership of cooperation', those in the private 
sector disagreed. UK employees from both sectors indicated high levels of EIP in 
their organizations. The most significant finding was that in the Libyan private sector 
workers had a more favourable view of their organizational culture, and agree that 
`the level of involvement, participation and empowerment employees feel is very 
high'. Additionally they also agreed that the freedom offered to employees to make 
their own decisions is high. 
The results from this study on the autonomy granted to workers in the employment 
relationship are also significant because of the similarities. All of the participants 
agreed that in their opinion employees were given ample opportunity for self 
development and that health and safety is an important issue in their company. 
Managers responses to questions asked in the interview regarding autonomy were 
similar whether they were in the UK or Libyan private sectors, although there were 
more UK private sector managers who agreed to some extent with the proposition that 
in their company employees were allowed to act autonomously. The situation was 
similar when comparing UK public and Libyan public sector managers' responses but 
it was the UK public sector managers who were most in favour of the proposition. 
The conclusion to be drawn therefore is that, in every company from any nation the 
organizational culture promotes an employment relationship where the health and 
safety of employees is held in high regard by management, even though it might not 
appear so to workers. Additionally there are reservations, still among managers from 
both countries and both sectors regarding the capabilities of workers to be involved in 
decision making. This reluctance on the part of managers is also apparent in their 
preference for a particular form of EIP. 
244 
7.2.6. Preferences for Forms of EIP 
The review of the literature for this study places a tremendous emphasis on the use of 
high performance work systems (HPWS) in organizations and strongly suggests that 
these will lead to superior performance. It can be concluded that only by the 
introduction of employee involvement in decision making would a significant change 
in the way decisions are made in organizations, come about. However the literature 
also revels that any involvement of employees needs to be a two-way proactive 
process and not simply information sharing. The research report believes that there is 
a greater need for real EIP in the decision making process, not only through the usual 
forms of general or management meetings or even representation on a committee, but 
much more directly. The results from this study show that in the private sectors of 
either country the predominant management style promotes communication directly 
with employees, rather than through employee representative channels. UK managers 
from both the public and private sectors agreed with their Libyan private sector 
counterparts that their particular management style promoted communication directly 
with employees, in preference to more representative channels. It has been concluded 
however from the results of the survey of employees for this research, that UK private 
sector workers had a significantly different view from Libyan public sector workers, 
regarding the helpfulness of the, `Union or other employee representative bodies' as a 
form of employee involvement practice, `in keeping them informed about their 
workplace'. Employees in both countries and in either the public or private sector 
supported the use of upward communication and problem solving groups as effective 
methods of EIP. These mechanisms (such as suggestion schemes and problem-solving 
groups) are generally designed to capture ideas and solve production and service 
problems. Task based participation, team working, and self-management groups are 
all methods of this type of involvement. They are more visible in businesses today as 
they have become an integral part of everyday working life. As a part of this study 
managers interviewed in the survey for this research were asked to indicate their 
preferred form of EIP, equal numbers of both public and private sector managers 
preferred upward problem-solving as did employees in both countries and in either the 
public or private sector. However there were still some managers from the public 
sector of both counties who preferred representative participation, there was only one 
of those from the private sector that had the same opinion. 
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Top down communication was the first preference, of managers in Libya as it was in 
the UK. Although two UK public sector managers opted for representative 
participation as their first choice there were another two who preferred upward 
problem-solving. This is a situation where information sharing is one-way and flows 
from managers to employees, involving the use of team briefings as well as regular 
meetings between senior managers and all sections of the workforce and regular 
newsletters distributed to all levels of employees. Critics of this type of EIP point out 
that, managers within the organization, using top-down communication might be 
unable to communicate effectively, or the information received could be irrelevant or 
mistimed. Furthermore the trade unions see team briefings as undermining their role 
in the organization and challenging the authority of employee representative. 
In both the private and the public sectors of many Western companies there has been 
a rise of popularity of team meetings as the power of the unions have diminished and 
forms of non-unionised employee involvement have taken there place. According to 
the results of this study all of the Libyan and UK public sector organizations do have 
a policy of union recognition. In the UK private sector a union policy is not in place in 
most companies. 
7.2.7 The Need for and Effect of Change 
As can be seen from the results of this study employees in both countries and from 
both sectors supported the use of upward communication and problem solving groups 
as effective methods of EIP, there were also equal numbers of both public and private 
sector managers' who preferred upward problem-solving as their form of EIP, 
although there were still some managers from the public sector of both counties who 
preferred representative participation. This task centred form of EIP is based on team 
working and self-management groups and have grown in popularity while the 
representative forms of EIP have diminished in the UK. This is because in countries 
like the UK, there is a very strong tendency toward an individualistic organizational 
culture where managers are expected to lead from the front with all that such a 
process entails. It is apparent today however that in some transitional countries, there 
has been a shift in organizational culture away from collectivism and more towards 
individualism in the employment relationship and the forms of EIP they promote. 
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The researcher believed the organizational culture and the influence of national 
culture on personal values could be a major difference in the way companies in the 
east and west are governed and manage their employees. The results of the study 
carried out showed there are significant differences between UK and Libyan public 
and private sector employees' with regard to the national culture in their country. The 
respondents working in the UK private sector believe their country's culture is much 
more individualistic and there is a tremendous emphasis to work and aspire to earn 
money, and to aspire to achieve and be rewarded by recognition. However the results 
of the test on the second hypothesis with regard to organizational culture and its effect 
on the EIP practiced in Libya and the UK. Clearly indicate a level of convergence in 
the organizational culture and corporate structure of companies as well as both 
managers and employees attitudes to EIP. This convergence has been illustrated by 
the fact both Libyan as well as UK managers expressed similar opinions towards 
decision-making, sharing in the decision-making process, increased levels of 
employee participation and the need to work towards economic success both for the 
organization as well as nationally. This is partly reflects Hofstede's, (1991) 
understanding of convergence. 
In the final group of questions both employee's and managers' attitudes to the need 
for change to EIP in their company was assessed, in order to further investigate how 
respondents felt about the level of EIP in their company. As part of this group of 
questions each respondent was asked about the changes they felt were required in EIP 
within their company and the possible effects of such change. In Libya at the moment 
there is a general feeling of a need for change and improvement in organizations, 
which have traditionally operated as labour-owned enterprises in the public sector. 
Traditionally the most prevalent form of employee involvement in Libya was through 
the workers committee which were established when workers took over the running of 
all enterprises. 
The results from the employee questionnaire, distributed for this study showed that in 
the UK and Libyan private sectors there are different views regarding the need to 
change the style of employee involvement to a much more individualistic one. There 
are also differences of opinion regarding whether greater participation by workers 
would result in improved satisfaction and morale and as a consequence increase 
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performance. A similar difference is apparent between these groups in response to the 
need to `change to the existing employee involvement practice, ' in order to, make 
work life more meaningful and satisfying. UK private sector workers in comparison 
to Libyan public sector workers, disagreed that, greater participation by employees 
will result in improved satisfaction and morale and as a consequence increase 
performance. They also disagreed that, there is any need to change the existing 
employee involvement practice within their company. Managers also had differences 
of opinion regarding the employee representation and participation that takes place in 
their company, and also disagreed on the need for any change in their company's 
present practices and the effects that may come about as a result of any such change. 
Libyan public and private sector managers had a more positive attitude to the need for 
increased levels of employee involvement and the subsequent effect on worker 
satisfaction, but there was less support, from these managers for workers, being given 
greater freedom to participate in the decision making process. Managers in the UK 
public sector were in agreement with their Libyan counterparts and those Libyan 
managers from the private sector, in their reluctance to offer their support to such a 
proposition. UK private sector managers where totally opposed to the need for 
increased levels of EIP. Even in UK public and Libyan private sector organizations, 
with different types of corporate governance and organizational cultures, respondents 
also disagreed on whether or not, any change to the existing employee involvement 
practice would make work life more meaningful and satisfying for workers, as did the 
UK private sector workers and Libyan public sector workers. 
7.3. Limitations of the Study 
A limitation of this type of survey approach is that it is cross-sectional rather than 
longitudinal but within the confines of a PhD it is not practical to survey over a long 
time period, it is something that could be considered for further research. 
Additionally the sample is not truly random and therefore limits the generalizability of 
the findings. This limitation is taken into account in the discussion. Another 
limitation of the survey approach is that its ability to inform the very complex 
relationships between people and processes in a number of organizations is also 
limited. Only detailed case-study analysis can shed light on these types of 
complexities in firms, and therefore this research adopts such an approach, using 
multiple data sources. There was a certain amount of reluctance on the part of some 
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managers in the UK to either participate themselves or allow their employees to 
complete the questionnaire. Furthermore many of the employees who responded to 
the questionnaire either omitted or where unwilling to answer certain questions, this 
was most typical amongst private sector company employees in the UK. 
This could have been caused by a further limitation to the study, which was that the 
research report used leading questions. A further consequence of this was that there is 
a consistently positive bias apparent in the distribution, with a trend being apparent 
toward mild or strong agreement with the questions asked. Although it was 
anticipated that such a bias would, be most apparent among the Libyan respondents 
from both sectors, as the nature of the Libyan culture is to accept requests to be 
involved in surveys and try to tell the researcher exactly what you think he wants to 
hear. It appears from the results gathered that this positive response bias is most 
apparent among the UK public sector workers. The facts that there was a positive 
bias in the distribution and the results were non-normal meant that non-parametric 
testing was indicated and further analysis was required using the Kruskal Wallis test. 
7.4. Contribution to Knowledge 
This research has highlighted the pressures of globalisation which have intensified 
competition in product and labour markets, emphasising the need for greater 
efficiency and productivity and a greater focus on the link between EIP, business 
strategy and organizational performance. The effect that globalisation has had in 
reducing trade barriers between countries, the deregulation of markets, increased 
privatisation and the ending of many state monopolies has also been highlighted. In 
many of the debates concerning the relationship between communication, consultation 
and organizational performance much of the cross-national analysis within 
international HRM has concentrated on whether approaches to the management of 
people are converging or diverging. 
The Anglo-Saxon framework which emphasizes individualism has never been 
compared with the HRM practices currently implemented in Libya. There was 
therefore a need for this study because as Libya opens up to the West more and more 
companies are coming to work there and their involvement is having an influence on 
local organizational culture. The contribution, that this research was intended to make, 
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is to conduct a critical and analytical exploration of the nature of employee 
involvement and participation (EIP) in UK and Libyan contexts. This study is unique 
as it investigated the available literature on national/organizational culture and human 
resource management structure in alternative systems of corporate governance and 
create a model/framework from which to discover their influence on the forms of EIP 
practiced within organizations. There has been research carried out by, Al-Nakeeb 
(1985); Al-Saigh (1986); Agnaia (1997) and Al-Faleh (1989), into ways that the 
competitive nature of all Libyan organizations can be improved. However this has 
been the first to this author's certain knowledge that investigates the implementation 
of EIP as a contributor to that improvement. 
This researcher concludes that although there can be little doubt the world of work is 
changing, and the HRM concept itself has many different meanings throughout the 
world, the most important element is the human element. There is almost certainly an 
influence of culture in general and more specifically in the sub-divisions of national, 
organizational, and occupational culture. This means that any Western organization 
planning to operate in a non-western setting will find differences between their 
established organizational culture, and the culture of the local people it employs. The 
idea of one universal idea or one approach to EIP does not consider those differences 
that exist between organizations internationally or their national cultures. 
Nevertheless there are pressures to converge human resource management practices 
and enable high performance international HRM in multi national companies. This 
issue of convergence as mentioned earlier was best illustrated by both UK as well as 
Libya managers expressing their opinion towards acting autonomously, the need for 
equal opportunities for self development and the need and importance surrounding 
health and safety. 
In transitional economies like Libya there are pressures being brought to bear on 
organizations to adopt the fashionable high-commitment strategies currently favoured 
in the West. The Libyan Government has signed bilateral investment treaties with 
more developed countries who wish to operate in the country, and there are moves to 
reduce the number of state-owned and run, organizations. Historically, the task of the 
representative bodies or Committee's in these organizations had been to assist 
management to meet enterprise production targets and assure the enforcement of 
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government labour laws and policies, however as difficulties became apparent in 
these organizations there has been a drive for transformation. This investigation of the 
implementation of EIP required that a number of factors be considered: the national 
and organizational culture which exists in the countries to be surveyed and the 
importance placed on employees in the work environment as well as the opportunities 
they are given for involvement by both cultures. 
This research allowed a picture of the employment relationship to be discovered to 
highlight whether it supported direct communication in an individualistic manner with 
workers or is carried out this communication in a much more collectivistic manner 
through established workers representative structures. The framework designed for 
this study investigates culture at both a national and organizational level as well as the 
philosophies, concepts and techniques concerning EIP and the forms of representation 
offered to workers, and contributes to knowledge in this area and would be useful in 
any investigation, into attitudes toward EIP in any country, organization or sector. 
The specific conclusions drawn from this study contribute to our knowledge and 
understanding of national as well as organizational culture, the apparent transfer of 
Western management techniques and practices and their effect on the direct or 
indirect nature of communication with employees. Furthermore this research 
contributes to our understanding of the degree of autonomy offered to employees 
within different organizational cultures which are apparent in dissimilar economies 
operating different methods of corporate governance in either publicly or privately 
owned enterprises. Additionally a contribution is made to our knowledge of the 
preferred forms of EIP chosen by managers and employees in UK and Libyan public 
and private sector organizations. Finally this research has contributed to the debate on 
the need for and effect of change in employee involvement and participation by 
comparing the attitudes of the respondents studied for this research. This research 
supplies new evidence of clear differences between the UK and Libyan national 
cultures with regard to working conditions, security of employment, working in a co- 
operative environment, having a well-defined job, the preferred type of managerial 
style, the best way to get ahead, and also levels of conflict, hierarchical structures and 
rules. This study also highlights differences in the nature of the employment 
relationship and the preferred form of participation within organizations in various 
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types of society. The major differences being most apparent in those countries 
operating as a planned socialist or market oriented capitalist economy. There is 
strong evidence present to suggest that although both groups of respondents feel that 
at least some central economic planning and bureaucratic control does take place in 
their two countries, the recent moves toward liberalization in Libya, with more 
freedoms being afforded to the growing Libyan private sector are behind the views 
from those managers regarding the nature of their countries economy. 
This study contributes to our knowledge and understanding of the transformation 
process to achieve competitive advantage in Libya by highlighting the Governments 
attempts to reform existing organizational culture and structure by altering their 
systems of corporate governance and human resource management frameworks. The 
existing theory of Western management practice of HRM is based on the Anglo- 
Saxon framework. The emphasis in this model is individualism, the alternative with 
emphasis on a high collectivism concept is most apparent, where there are structures 
within the organization for employee participation through representation and 
management offers co-operation and strong support to their workers, which is the 
historic situation in Libya. 
It is apparent from this study that the collective nature of a country like Libya tended 
to lead to union recognition and representative participation whereas the 
individualism advocated in the more developed countries, like the UK lead to non- 
unionism and individualistic forms of EIP. This study contributes to our 
understanding of management style, by highlighting the fact that it; may be particular 
to the social, economic and political circumstances which both shape the nature of 
these preferences and choices and the power available to the respective parties to 
impose them. Certainly in the Libyan private sector at any rate, there is evidence of a 
lessening in the use of the traditional Arab management style that was acceptable 
historically, which advocated a much more collectivistic form of communicating with 
employees, through their representative committee. ' This study therefore contributes 
to the knowledge and evidence which already exists, which indicates that in certain 
countries and in certain conditions there are forms of management style as well as EIP 
which fall by the wayside, while others flourish. 
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In the debate which continues with regard to the use of direct or indirect 
communications with employees, this study contributes to that debate, by highlighting 
that although historically collective bargaining had been viewed as the primary means 
for achieving industrial democracy in Libya. Recently however, there has been a 
decline in indirect participation by means of collective bargaining just as there has 
been in the UK. This decline has been brought about by an exportation of certain 
forms of EIP and HRM practices into Libya as the Government implements policies 
to modernise and the transformation that is taking place to replace in order to change 
the countries economy. 
This study contributes to the knowledge and understanding currently available 
concerning the differences in national culture characteristics in cross cultural 
comparisons between eastern and western countries. But additionally it fills a gap in 
the knowledge as there has been no cross-cultural comparison that specifically looks 
at EIP in Libya and the UK until now. This study supports the evidence previously 
presented that the creation of a strong organizational culture is a powerful tool to 
influence employees' behaviour and improve their performance. In countries like the 
UK, there is a very strong tendency toward an individualistic organizational culture 
where managers are expected to lead from the front with all that such a process 
entails. 
This study has contributed to our knowledge and understanding of the Libyan context 
by highlighting that there has certainly over recent years been a shift in organizational 
culture away from collectivism towards individualism. It also provides evidence to 
contradict the assumption which is generally held, that private-sector firms in 
capitalist economies are primarily concerned with profit-maximisation, while public- 
sector organizations in these economies follow different corporate objectives. In the 
Libyan results from this study, all of the private sector managers questioned felt that 
in their country, which is a planned economy, established institutions are now actively 
facilitating markets, this was no - doubt due to the Governments policy of 
Liberalization. This study also contributes to the knowledge and understanding of the 
employment relationship in UK and Libyan public sector organizations. In each of the 
countries studied and in each of the sectors investigated within those countries, the 
organizational culture can be seen to promote an employment relationship where the 
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health and safety of employees is held in high regard by management, even though it 
might not appear so to workers. However, there are reservations, among managers 
from both countries and both sectors regarding the capabilities of workers to be 
involved in decision making. This reluctance on the part of managers is also apparent 
in their preference for a particular form of EIP within the employment relationship. 
Additionally this study shows a shift in the predominant management styles of those 
questioned in both countries to a style that promotes communication directly with 
employees, rather than through employee representative channels. Evidence for 
transformation is revealed by the fact that in both countries and in both sectors 
workers' supported the use of upward communication and problem solving groups as 
effective methods of EIP. Managers also in from both the public and private sector of 
the UK and Libya preferred upward problem-solving. 
It is hoped the study will contribute to the debate on the need for and effect of change 
in EIP by comparing the attitudes of the respondents studied for this research. There 
are now in Libya and in many other transitional economies moves to develop a 
management model within an organizational culture, which will be based on risk 
taking, initiative, creativity, transparency. Because today there is a significant 
challenge to transform the organizational culture by promoting the necessary 
organizational change needed to survive in the present turbulent economic 
environment. This researcher believed the organizational culture and the influence of 
national culture on personal values would be seen to create major difference in the 
way companies in the UK and Libya are governed and manage their employees. The 
results of the study allowed the researcher to conclude that there are significant 
differences between UK and Libyan public and private sector employees' with regard 
to the national culture in their country. However the results of the test on the second 
hypothesis with regard to organizational culture and its effect on the EIP practiced in 
Libya and the UK. Clearly indicate a level of convergence in the organizational 
culture and corporate structure of companies as well as both managers and employees 
attitudes to EIP. 
Finally it can be concluded as a result of this research that there is no literature on EIP 
in Libya, however there is some work that has been carried out in transitional 
economies. This study has highlighted the fact that there significant differences in 
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the nature of employee involvement and participation (EIP) in UK and Libyan 
contexts. UK public sector employees had different opinions from their compatriots 
in the Libyan public sector. There were only apparent differences, in the main 
variables of national culture and organizational culture in the comparison of UK 
private sector employees with those in the Libyan private sector. The main apparent 
differences between respondents in the UK private sector with Libyan private sector 
participants to this survey indicated. differences in the main variables of organizational 
culture and changes required in the EIP in their company. Managers in both countries 
had differences of opinion regarding the nature of their countries economy which 
would have an effect on their organizations culture. Managers in the Libyan public 
and private sectors agreed that increased levels of employee involvement and 
participation should be introduced although there was less support for employees 
becoming more involved in the decision-making process. In the UK whether it be in 
the public or private sector there was less support for the proposition that increased 
levels of employee involvement and participation should be introduced in their 
company. Managers in both countries felt there should be changes to the existing 
employee involvement practice in their organization as this would make work life 
more meaningful and satisfying for workers. 
This study allowed a picture of the employment relationship to be discovered to 
highlight whether it supported direct communication in an individualistic manner with 
workers or is carried out this communication in a much more collectivistic manner 
through established workers representative structures. Additionally it supplies new 
evidence of clear differences between the UK and Libyan national cultures with 
regard to working conditions, security of employment, working in a co-operative 
environment, having a well-defined job, the preferred type of managerial style, the 
best way to get ahead, and also levels of conflict, hierarchical structures and rules. 
This study also highlights differences in the nature of the employment relationship 
and the preferred form of participation within organizations in various types of 
society. The collective nature of a country like Libya tends to lead to union 
recognition and representative participation whereas the individualism advocated in 
the more developed countries, like the UK lead to non-unionism and individualistic 
forms of EIP. This study contributes to our understanding of management style, by 
highlighting the fact that it; may be particular to the social, economic and political 
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circumstances which both shape the nature of these preferences and choices and the 
power available to the respective parties to impose them. 
Therefore this study contributes to the knowledge and understanding currently 
available concerning the differences in national culture characteristics in cross cultural 
comparisons between eastern and western countries. The Libyan context in particular 
is highlighted by this study and there has certainly over recent years been a shift in 
organizational culture away from collectivism towards individualism. On the basis of 
this work the next steps are to publish and continue research on the significant 
differences between UK and Libyan public and private sector employees' with regard 
to the national culture in their country. More research needs to be carried out with 
regard to organizational culture and its effect on the EIP practiced in Libya and the 
UK. This study clearly indicates a level of convergence in the organizational culture 
and corporate structure of companies as well as both managers and employees 
attitudes to EIP. 
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Appendix One 
Pilot Employees Questionnaire 
As an ongoing part of my research I want to pilot my questionnaire and would be pleased if you could look at 
the questions and then comment on the content and whether or not you found them understandable. 
Section 1: National Culture (In answer to these questions please state how you feel about the statements) 
1. `In my country the less powerful person in society accepts inequality in power and considers it normal'? 
Strongly Agree 
Mildly Agree 
Neither Agree or Disagree Q 
Mildly Disagree EJ 
Strongly Disagree 
Did you find the question understandable? Yes Q No Q 
Was the content simple enough for you to answer the question? Yes O No CD 
I would appreciate any suggestions you may have about the question, particularly any words you did not fully 
understand? 
2. `The culture in my country adopts strict codes of behaviour and a belief in absolute truths'? 
Strongly Agree Q 
Mildly Agree O 
Neither Agree or Disagree Q 
Mildly Disagree Q 
Strongly Disagree 0 
Did you find the question understandable? Yes Q No Q 
Was the content simple enough for you to answer the question? Yes Q No 
I would appreciate any suggestions you may have about the question, particularly any words you did not fully 
understand? 
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3. `In my country a person's allegiance is to his/her immediate family'? 
Strongly Agree CD 
Mildly Agree 0 
Neither Agree or Disagree 
Mildly Disagree 
EJ 
Strongly Disagree 
Did you find the question understandable? Yes O No 
Q 
Was the content simple enough for you to answer the question? Yes O No O 
I would appreciate any suggestions you may have about the question, particularly any words you did not fully 
understand? 
The word allegiance was misunderstood- and changed to LOYALTY-in revised questionnaire 
4. In my country dominant cultural values emphasize a work ethic expressed in terms of money, achievement 
and recognition'? 
Strongly Agree 
Mildly Agree 
Neither Agree or Disagree Q 
Mildly Disagree Q 
Strongly Disagree 0 
Did you find the question understandable? Yes O No Q 
Was the content simple enough for you to answer the question? Yes Q No 0 
I would appreciate any suggestions you may have about the question, particularly any words you did not fully 
understand? 
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Section 2: Organizational Culture (In answer to these questions please tick the appropriate box) 
5a. Do you have employees belonging to union(s) in your company? 
YES [) NO Q 
5b. If yes, do you know approximately what proportion of employees are members of the union? 
Less than half 
ED 
About half Q 
More than half Q 
Don't Know 
Did you find the question understandable? Yes Q No O 
Was the content simple enough for you to answer the question? Yes CD No C:: ) 
I would appreciate any suggestions you may have about the question, particularly any words you did not fully 
understand? 
6a. As far as you are aware, do you have employee representatives on committees in your company? 
YES Q NO Q Don't Know 
6b. If yes, do you know approximately what percentage of people represent employees on 
committees? 
Less than 5% 
6% to 10% 
More than 10% Q 
6c. Are these representatives elected by employees? 
YES Q NO 
Did you find the question understandable? Yes Q No O 
Was the content simple enough for you to answer the question? Yes Q No Q 
I would appreciate any suggestions you may have about the question, particularly any words you did not fully 
understand? 
277 
In answer to these questions please state how you feet about the statements 
7. In my company employees tend to represent themselves in most circumstances? 
Strongly Agree 
Mildly Agree 
Neither Agree or Disagree 
Mildly Disagree EJ 
Strongly Disagree Q 
Did you find the question understandable? Yes No 
Was the content simple enough for you to answer the question? Yes No 
I would appreciate any suggestions you may have about the question, particularly any words you did not fully 
understand? 
8. `Managers in my company are very good at keeping employees informed about changes to the way the 
organization is being run'? 
Strongly Agree 
Mildly Agree O 
Neither Agree or Disagree Q 
Mildly Disagree 
Strongly Disagree 
Did you find the question understandable? Yes O No O 
Was the content simple enough for you to answer the question? Yes O No Q 
I would appreciate any suggestions you may have about the question, particularly any words you did not fully 
understand? 
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9. `Managers in my company are very good at keeping employees informed about changes in Staffing'? 
Strongly Agree Q 
Mildly Agree Q 
Neither Agree or Disagree 
Mildly Disagree 
Strongly Disagree 
Did you find the question understandable? Yes O No 
Was the content simple enough for you to answer the question? Yes Q No 
I would appreciate any suggestions you may have about the question, particularly any words you did not fully 
understand? 
10. `Managers in my company are very good at keeping employees informed about changes in the way I do my 
job'? 
Strongly Agree CD 
Mildly Agree Q 
Neither Agree or Disagree 
Mildly Disagree 
Strongly Disagree 
Did you find the question understandable? Yes Q No Q 
Was the content simple enough for you to answer the question? Yes Q No Q 
I would appreciate any suggestions you may have about the question, particularly any words you did not fully 
understand? 
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11. `Managers in my company are very good at keeping employees informed about financial matters including 
budgets or profits'? 
Strongly Agree Q 
Mildly Agree Q 
Neither Agree or Disagree 
Mildly Disagree 1J 
Strongly Disagree 
Did you find the question understandable? Yes O No Q 
Was the content simple enough for you to answer the question? Yes O No o 
I would appreciate any suggestions you may have about the question, particularly any words you did not fully 
understand? 
12. `In my company the employment relationship is about (more) than just earning money'? 
Strongly Agree Q 
Mildly Agree Q 
Neither Agree or Disagree Q 
Mildly Disagree Q 
Strongly Disagree Q 
Did you find the question understandable? Yes Q No 
Was the content simple enough for you to answer the question? Yes Q No 
I would appreciate any suggestions you may have about the question, particularly any words you did not fully 
understand? 
The word MORE had been missed from the question-IT has been inserted- in the revised questionnaire 
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13. `In my company the employment relationship is a partnership of cooperation? 
Strongly Agree O 
Mildly Agree Q 
Neither Agree or Disagree 
Q 
Mildly Disagree [D 
Strongly Disagree 0 
Did you find the question understandable? Yes No O 
Was the content simple enough for you to answer the question? Yes No O 
I would appreciate any suggestions you may have about the question, particularly any words you did not fully 
understand? 
Section 3: EIP in the organization (In answer to these questions please state how you feel about the statements) 
14. `In my company the level of involvement, participation and empowerment employees feel is very high'? 
Strongly Agree 
Mildly Agree 
Neither Agree or Disagree 
Mildly Disagree 
Strongly Disagree 
O 
O 
O 
0 
O 
Did you find the question understandable? 
Was the content simple enough for you to answer the question? 
Yes No O 
Yes 0 No O 
I, would appreciate any suggestions you may have about the question, particularly any words you did not fully 
understand? 
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15. `In my company the degree of autonomy the employee is granted, is very high'? 
Strongly Agree 
Mildly Agree 
Neither Agree or Disagree 
Mildly Disagree 
Strongly Disagree 
O 
O 
0 
O 
O 
Did you find the question understandable? 
Was the content simple enough for you to answer the question? 
Yes O No 0 
Yes Q No 0 
I would appreciate any suggestions you may have about the question, particularly any words you did not fully 
understand? 
There were issues raised regarding the meaning of the word AUTONOMY- the statement has been altered to read: In 
my company (the freedom offered to employees to make their own decisions) is high - in the revised questionnaire 
16. `In my company the safety of the work environment is very important and employees are directly 
involved'? 
Strongly Agree 
Mildly Agree 
Neither Agree or Disagree 
Mildly Disagree 
Strongly Disagree 
ED 
O 
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Did you find the question understandable? 
Was the content simple enough for you to answer the question? 
Yes C:: ) No ED 
Yes Q No O 
I would appreciate any suggestions you may have about the question, particularly any words you did not fully 
understand? 
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17. `In my company the opportunity for training and development is very high and employees are responsible 
for their self-development'? 
Strongly Agree ED 
Mildly Agree Q 
Neither Agree or Disagree Q 
Mildly Disagree 
Strongly Disagree Q 
Did you find the question understandable? Yes O No Q 
Was the content simple enough for you to answer the question? Yes Q No Q 
I would appreciate any suggestions you may have about the question, particularly any words you did not fully 
understand? 
Section 4: Preferred form of EIP (In answer to these questions please state how you feel about the statements) 
18. Notice Boards are a helpful form of employee involvement practice in keeping you informed about this 
workplace? 
Strongly Agree 
Mildly Agree 
Neither Agree or Disagree 
Mildly Disagree 
Strongly Disagree 
0 
0 
ED 
0 
0 
Did you find the question understandable? 
Was the content simple enough for you to answer the question? 
Yes Q No Q 
Yes O No O 
I would appreciate any suggestions you may have about the question, particularly any words you did not fully 
understand? 
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19. E-Mails are a helpful form of employee involvement practice in keeping you informed about this 
workplace? 
Strongly Agree Q 
Mildly Agree Q 
Neither Agree or Disagree Q 
Mildly Disagree 
Strongly Disagree 0 
Did you find the question understandable? Yes Q No 0 
Was the content simple enough for you to answer the question? Yes Q No O 
I would appreciate any suggestions you may have about the question, particularly any words you did not fully 
understand? 
20. Workplace Intranet are a helpful form of employee involvement practice in keeping you informed about 
this workplace? 
Strongly Agree 
Mildly Agree 
Neither Agree or Disagree 
Mildly Disagree 
Strongly Disagree 
Did you find the question understandable? 
Was the content simple enough for you to answer the question? 
D 
D 
O 
O 
O 
Yes No O 
Yes No O 
I would appreciate any suggestions you may have about the question, particularly any words you did not fully 
understand? 
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21. Workplace news letter or magazines are a helpful form of employee involvement practice in keeping you 
informed about this workplace? 
Strongly Agree 
Mildly Agree O 
Neither Agree or Disagree 
Mildly Disagree 
Strongly Disagree Q 
Did you find the question understandable? Yes O No O 
Was the content simple enough for you to answer the question? Yes Q No Q 
I would appreciate any suggestions you may have about the question, particularly any words you did not fully 
understand? 
22. Team meetings between managers and employees area a helpful form of employee involvement practice in 
keeping you informed about this workplace? 
Strongly Agree Q 
Mildly Agree Q 
Neither Agree or Disagree 
Mildly Disagree Q 
Strongly Disagree 0 
Did you find the question understandable? Yes O No O 
Was the content simple enough for you to answer the question? Yes 0 No Q 
I would appreciate any suggestions you may have about the question, particularly any words you did not fully 
understand? 
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23. Suggestion Schemes are a helpful form of employee involvement practice in the workplace? 
Strongly Agree 0 
Mildly Agree 0 
Neither Agree or Disagree 
Mildly Disagree 
EJ 
Strongly Disagree 0 
Did you find the question understandable? Yes No Q 
Was the content simple enough for you to answer the question? Yes No 0 
I would appreciate any suggestions you may have about the question, particularly any words you did not fully 
understand? 
24. Problem solving groups are a helpful form of employee involvement practice in the workplace? 
Strongly Agree Q 
Mildly Agree O 
Neither Agree or Disagree Q 
Mildly Disagree Q 
Strongly Disagree Q 
Did you find the question understandable? Yes Q No 
Was the content simple enough for you to answer the question? Yes 0 No 
I would appreciate any suggestions you may have about the question, particularly any words you did not fully 
understand? 
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25. Team working is a helpful form of employee involvement practice in the workplace? 
Strongly Agree Q 
Mildly Agree Q 
Neither Agree or Disagree 
Q 
Mildly Disagree 
Strongly Disagree 0 
Did you find the question understandable? Yes O No 
Was the content simple enough for you to answer the question? Yes No 
I would appreciate any suggestions you may have about the question, particularly any words you did not fully 
understand? 
26. Union or other employee representative bodies are a helpful form of employee involvement practice in 
keeping you informed about this workplace? 
Strongly Agree 
Mildly Agree 
Neither Agree or Disagree 
Mildly Disagree 
Strongly Disagree 
0 
0 
Ei 
0 
0 
Did you find the question understandable? 
Was the content simple enough for you to answer the question? 
Yes O No Q 
Yes No Q 
I would appreciate any suggestions you may have about the question, particularly any words you did not fully 
understand? 
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27. Individual conversations between a manager and his employee are a helpful form of employee involvement 
practice in keeping you informed about this workplace? 
Strongly Agree 
Mildly Agree 
Neither Agree or Disagree 
Mildly Disagree 
Strongly Disagree 
D 
Fl 
0 
0 
O 
Did you find the question understandable? 
Was the content simple enough for you to answer the question? 
Yes Q No 
Yes Q No 
I would appreciate any suggestions you may have about the question, particularly any words you did not fully 
understand? 
Section 5: Changes required in EIP and the possible effects (In answer to these questions please state how you 
feel about the statements) 
28. Increased levels of employee involvement and participation should be introduced at your company? 
Strongly Agree O 
Mildly Agree Q 
Neither Agree or Disagree Q 
Mildly Disagree Q 
Strongly Disagree O 
Did you find the question understandable? Yes O No 
Was the content simple enough for you to answer the question? Yes 0 No 
I would appreciate any suggestions you may have about the question, particularly any words you did not fully 
understand? 
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29. The management of employees could be done in a way that focuses more than on individuals? 
Strongly Agree Q 
Mildly Agree 0 
Neither Agree or Disagree 
Q 
Mildly Disagree 
Strongly Disagree CD 
Did you find the question understandable? Yes Q No 0 
Was the content simple enough for you to answer the question? Yes Q No 0 
I would appreciate any suggestions you may have about the question, particularly any words you did not fully 
understand? 
The word (than) had been inserted incorrectly and was removed in the revised questionnaire 
30. Management should allow workers to participate and become more involved in the decision-making 
process? 
Strongly Agree 
Mildly Agree 
Neither Agree or Disagree 
Mildly Disagree 
Strongly Disagree 
D 
D 
O 
O 
Did you find the question understandable? 
Was the content simple enough for you to answer the question? 
Yes No O 
Yes O No O 
I would appreciate any suggestions you may have about the question, particularly any words you did not fully 
understand? 
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31. Greater participation by employees will result in improved satisfaction and morale and as a consequence 
increase performance 
Strongly Agree Q 
Mildly Agree 0 
Neither Agree or Disagree 
Mildly Disagree 
Strongly Disagree c:: ) 
Did you find the question understandable? Yes Q No Q 
Was the content simple enough for you to answer the question? Yes Q No O 
I would appreciate any suggestions you may have about the question, particularly any words you did not fully 
understand? 
32. There is a need to change the existing employee involvement practice within the company? 
Strongly Agree 
Mildly Agree 
Neither Agree or Disagree 
Mildly Disagree 
Strongly Disagree 
0 
0 
0 
0 
0 
Did you find the question understandable? 
Was the content simple enough for you to answer the question? 
Yes Q No Q 
Yes O No O 
I would appreciate any suggestions you may have about the question, particularly any words you did not fully 
understand? 
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33. A change to the existing employee involvement practice could make work life more meaningful and 
satisfying? 
Strongly Agree Q 
Mildly Agree 
Neither Agree or Disagree 
Mildly Disagree EJ 
Strongly Disagree Q 
Did you find the question understandable? Yes Q No Q 
Was the content simple enough for you to answer the question? Yes Q No O 
I would appreciate any suggestions you may have about the question, particularly any words you did not fully 
understand? 
THANK YOU FOR COMPLETING THE PILOT QUESTIONNAIRE 
YOUR HELP IS GREATLY APPRECIATED 
Finally if there are any further comments you would like to make regarding the structure 
or content of this questionnaire I would be pleased to hear them. 
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Appendix Two 
Pilot Management Interview Schedule 
As an ongoing part of my research I want to pilot my interview schedule and 
would be pleased if you could answer my questions and then at the end I will ask 
you to comment on the content and whether or not you found them suitable and 
understandable. 
1. To what extent do you feel the existing employment relationship in your 
company allows employees to act autonomously? 
2. To what extent do you feel employees in the company are given opportunities 
for self development? 
3. To what extent do feel health and safety is an important issue in your company? 
4. To what extent do you feel your particular management style promotes 
communication directly with employees, rather than through employee 
representative channels? 
5. In your opinion does communicating directly with employees promote a 
commonality of interests between employee and organization? 
6. Is your organization state-owned? 
7. Do you have discretion to acquire and allocate resources? 
8. Does your organization have substantial discretion over the allocation of its 
resources? 
9. Does your organization have substantial discretion over the formulation and 
implementation of its competitive strategies? 
10. In your country is there central economic planning and bureaucratic control? 
11. In your country is there is control on companies raising finance to provide 
operating funds? 
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12. In your country do the established institutions facilitate or constrain markets? 
13. Does your organization operate in the public or private sector? 
14. Do you have policy of union recognition in your company? 
YES Q NO Q 
15. Which of the following forms of employee involvement and participation do 
you feel works best and Why? 
" Top-down communication from management to employees (company 
newspapers, communication meetings, team briefings and the use of emails 
and intranet. 
" Upward problem-solving mechanisms (such as suggestion schemes and 
problem-solving groups and team working) 
" Representative participation (through either a union, a committee, or a works 
council) 
16. Do you feel that increased levels of employee involvement and participation 
should be introduced at your company? 
17. Do you think that management in your company should allow workers to 
participate and become more involved in the decision-making process? 
18. Do you think a change to the existing employee involvement practice could 
make work life more meaningful and satisfying for workers? 
THANK YOU FOR COMPLETING THE PILOT INTERVIEW SCHEDULE 
YOUR HELP IS GREATLY APPRECIATED 
Finally if there are any further comments you would like to make regarding the structure 
or content of this interview schedule I would be pleased to hear them. 
Do you think that I have missed anything out? 
Do you think I should remove anything that has been included? 
Did you understand ALL of the questions asked? 
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Appendix Three 
Employees Questionnaire 
Section 1: National Culture (In answer to these questions please state how you feel about the statements) 
1. `In my country the less powerful person in society accepts inequality in power and considers it normal'? 
Strongly Agree Q 
Mildly Agree Q 
Neither Agree or Disagree 
Q 
Mildly Disagree 
Q 
Strongly Disagree 0 
2. `The culture in my country adopts strict codes of behaviour and a belief in absolute truths'? 
Strongly Agree Q 
Mildly Agree Q 
Neither Agree or Disagree 
Q 
Mildly Disagree Q 
Strongly Disagree Q 
3. `In my country a person's loyalty is to his/her immediate family'? 
Strongly Agree 
Mildly Agree 
Neither Agree or Disagree Q 
Mildly Disagree 
Strongly Disagree 
4. In my country dominant cultural values emphasize a work ethic expressed in terms of money, achievement 
and recognition'? 
Strongly Agree 
Mildly Agree Q 
Neither Agree or Disagree 
Mildly Disagree 
Strongly Disagree Q 
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Section 2: Organizational Culture (In answer to these questions please tick the appropriate box) 
5a. Do you have employees belonging to union(s) in your company? 
YES E NO Q 
5b. If yes, do you know approximately what proportion of employees are members of the union? 
Less than half 
0 
About half Q 
More than half Q 
Don't Know Q 
6a. As far as you are aware, do you have employee representatives on committees in your company? 
YES Q NO CD Don't Know 0 
6b. If yes, do you know approximately what percentage of people represent employees on 
committees? 
Less than 5% Q 
6% to 10% 
0 
More than 10% O 
6c. Are these representatives elected by employees? 
YES Q NO Q 
In answer to these questions please state how you feel about the statements 
7. In my company employees tend to represent themselves in most circumstances? 
Strongly Agree Q 
Mildly Agree Q 
Neither Agree or Disagree Q 
Mildly Disagree Q 
Strongly Disagree Q 
8. `Managers in my company are very good at keeping employees informed about changes to the way the 
organization is being run'? 
Strongly Agree Q 
Mildly Agree Q 
Neither Agree or Disagree 
Q 
Mildly Disagree F-I 
Strongly Disagree Q 
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9. `Managers in my company are very good at keeping employees informed about changes in Staffing'? 
Strongly Agree Q 
Mildly Agree Q 
Neither Agree or Disagree 
CJ 
Mildly Disagree 
Strongly Disagree 
10. `Managers in my company are very good at keeping empl oyees informed about changes in the way I do my 
job'? 
Strongly Agree Q 
Mildly Agree Q 
Neither Agree or Disagree 
Q 
Mildly Disagree 
Strongly Disagree 0 
11. `Managers in my company are very good at keeping employees informed about financial matters including 
budgets or profits'? 
Strongly Agree O 
Mildly Agree Q 
Neither Agree or Disagree Q 
Mildly Disagree 0 
Strongly Disagree 
12. `In my company the employment relationship is about more than just earning money'? 
Strongly Agree O 
Mildly Agree Q 
Neither Agree or Disagree 
Mildly Disagree 
Strongly Disagree Q 
13. `In my company the employment relationship is a partnership of cooperation? 
Strongly Agree Q 
Mildly Agree Q 
Neither Agree or Disagree 0 
Mildly Disagree 
Strongly Disagree 0 
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Section 3: EIP in the organization (In answer to these questions please state how you feel about the statements) 
14. `In my company the level of involvement, participation and empowerment employees feel 
is very high'? 
Strongly Agree Q 
Mildly Agree Q 
Neither Agree or Disagree 
Q 
Mildly Disagree 
Strongly Disagree 
15. `In my company the freedom offered to employees to make their own decisions is high' 
Strongly Agree Q 
Mildly Agree 0 
Neither Agree or Disagree 
Q 
Mildly Disagree Q 
Strongly Disagree Q 
1 6. `In my company the safety of the work environment is very important and employees are directly 
involved'? 
Strongly Agree Q 
Mildly Agree Q 
Neither Agree or Disagree Q 
Mildly Disagree 
Strongly Disagree 0 
17. `In my company the opportunity for training and development is very high and employees are responsible 
for their self-development'? 
Strongly Agree Q 
Mildly Agree Q 
Neither Agree or Disagree 
Q 
Mildly Disagree Q 
Strongly Disagree Q 
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Section 4: Preferred form of EIP (In answer to these questions please state how you feel about the statements) 
18. Notice Boards are a helpful form of employee involvement practice in keeping you informed about this 
workplace? 
Strongly Agree Q 
Mildly Agree 
Neither Agree or Disagree 
Mildly Disagree 
C) 
Strongly Disagree 
19. E-Mails are a helpful form of employee involvement practice in keeping you informed about this 
workplace? 
Strongly Agree Q 
Mildly Agree 
Neither Agree or Disagree 
Mildly Disagree EJ 
Strongly Disagree 
20. Workplace Intranet are a helpful form of employee involvement practice in keeping you informed about 
this workplace? 
Strongly Agree 
Mildly Agree 
Neither Agree or Disagree Q 
Mildly Disagree 
Strongly Disagree 
21. Workplace news letter or magazines are a helpful form of employee involvement practice in keeping you 
informed about this workplace? 
Strongly Agree Q 
Mildly Agree Q 
Neither Agree or Disagree Q 
Mildly Disagree 
Strongly Disagree 0 
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22. Team working is a helpful form of employee involvement practice in the workplace? 
Strongly Agree Q 
Mildly Agree 
Neither Agree or Disagree 
Q 
Mildly Disagree 
Strongly Disagree 
23. Union or other employee representative bodies are a helpful form of employee involvement practice in 
keeping you informed about this workplace? 
Strongly Agree 
Mildly Agree Q 
Neither Agree or Disagree 
Mildly Disagree 0 
Strongly Disagree 0 
24. Individual conversations between a manager and his employee are a helpful form of employee involvement 
practice in keeping you informed about this workplace? 
Strongly Agree Q 
Mildly Agree Q 
Neither Agree or Disagree Q 
Mildly Disagree Q 
Strongly Disagree Q 
Section 5: Changes required in EIP and the possible effects (In answer to these questions please state how you 
feel about the statements) 
25. Increased levels of employee involvement and participation should be introduced at your company? 
Strongly Agree Q 
Mildly Agree Q 
Neither Agree or Disagree 
Mildly Disagree 
Strongly Disagree Q 
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26. The management of employees could be done in a way that focuses more on individuals? 
Strongly Agree Q 
Mildly Agree Q 
Neither Agree or Disagree 
Q 
Mildly Disagree EJ 
Strongly Disagree 0 
27. Management should allow workers to participate and become more involved in the decision-making 
process? 
Strongly Agree Q 
Mildly Agree Q 
Neither Agree or Disagree 
Q 
Mildly Disagree EJ 
Strongly Disagree Q 
28. There is a need to change the existing employee involvement practice within the company? 
Strongly Agree Q 
Mildly Agree O 
Neither Agree or Disagree ED 
Mildly Disagree 
Strongly Disagree 
29. A change to the existing employee involvement practice could make work life more meaningful and 
satisfying? 
Strongly Agree Q 
Mildly Agree 
Neither Agree or Disagree O 
Mildly Disagree 
Strongly Disagree 
THANK YOU FOR COMPLETING THE QUESTIONNAIRE (ALL RESPONSES ARE STRICTY 
CONFIDENTIAL) 
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Appendix Four Management Interview Schedule 
1. To what extent do you feel the existing employment relationship in your 
company allows employees to act autonomously? 
2. To what extent do you feel employees in the company are given opportunities 
for self development? 
3. To what extent do feel health and safety is an important issue in your company? 
4. To what extent do you feel your particular management style promotes 
communication directly with employees, rather than through employee 
representative channels? 
5. In your opinion does communicating directly with employees promote a 
commonality of interests between employee and the organization? 
6. Is your organization state-owned? 
7. Do you have discretion to acquire and allocate resources? 
8. Does your organization have substantial discretion over the allocation of its 
resources? 
9. Does your organization have substantial discretion over the formulation and 
implementation of its competitive strategies? 
10. In your country there is central economic planning and bureaucratic control? 
11. In your country is there is control on companies raising finance to provide 
operating funds? 
12. In your country do the established institutions facilitate or constrain markets? 
13. Does your organization operate in the public or private sector? 
14. Do you have policy of union recognition in your company? 
YES 0 NO D 
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15. Which of the following forms of employee involvement and participation do you 
feel works best and Why? 
" Top-down communication from management to employees (company 
newspapers, communication meetings, team briefings and the use of emails 
and intranet. 
" Upward problem-solving mechanisms (such as suggestion schemes and 
problem-solving groups and team working) 
" Representative participation (through either a union, a committee, or a works 
council) 
16. Do you feel that increased levels of employee involvement and participation 
should be introduced at your company? 
17. Do you think that management in your company should allow workers to 
participate and become more involved in the decision-making process? 
18. Do you think a change to the existing employee involvement practice could 
make work life more meaningful and satisfying for workers? 
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Appendix Five 
Access Documents and Consent Form 
Introductory Letter 
DATE 
Dear (whatever their name is) 
Employee involvement and participation: a cross cultural research project 
I am a Human Resource Manager and a Part-Time lecture from Libya currently 
studying for a PhD in the UK at the University of Gloucestershire. Your help would be 
greatly appreciated in supporting this research project, which seeks to gauge attitudes to 
employee involvement and participation. Your thoughts and comments would be very 
valuable and enable exploration of: 
" Forms of employee involvement used at (Company Name) 
" General levels of current employee involvement; 
" Your preferences in relation to employee involvement and participation; and, 
" Ideas on how you feel practices could be changed to improve performance 
The research is being conducted only for academic purposes, and all information will be 
treated in the strictest of confidence. No individual or organization will be named in the 
final research report, in accordance with the University's code of practice on 
confidentiality and anonymity. Participants will also receive a summary of the 
information generated that will cover feedback from both private and public sector 
organizations. Information will be collected through interview, which should last no 
more that 60 minutes. 
I hope that you will be able to assist in this research exercise and appreciate your help 
and time. 
Yours faithfully, 
Abdussalam Elmassri 
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Respondent Availability 
For the attention of: 
My address 
From: 
Name {Participants name) 
Position 
Employee involvement and participation 
I am able to talk to you about employee involvement and participation in my 
company. I am available to meet you at the following times, dates and 
location... 
Date Time Location 
You can contact me to make arrangements for an interview on: 
Contact Tel. No Preferred Contact Address 
QI also recommend that you speak with... 
Name Position Contact Tel. No Preferred Contact 
Address 
CI am unable to participate in the study of employee involvement and 
carticipation. 
I however recommend that you speak with... 
Name Position Contact Tel. No Preferred Contact 
Address 
Please return to Ktansh2000@, yahoo. com or to the address at the top of this form. 
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Interview Request 
Dear Sir/Madam 
I am a human resource manager and a part-time lecture from Libya currently studying 
for a PhD in the UK. I have been given authority to conduct some research into 
employee involvement and participation in your company. I am approaching a number 
of managers throughout the company to ask for their assistance in this research. 
When you participate you will be asked to provide your attitudes toward culture and the 
current forms and levels of employee involvement in the company. Additionally you 
will be asked to comment on your preferred form of employee involvement practice and 
finally in what way you feel these practice could be changed and with what effect. 
Participation in this research is voluntary and all of the data collected is for purely 
statistical purposes and participants responses are strictly confidential. I believe that the 
research I am carrying out will be of benefit to your company as well as helping me 
acquire my PhD. Interviews normally take 45 minutes to an hour but sometimes can 
take a little longer 
I am working on the premises for the next few days and would be pleased if you could 
contact me on My E-mail Ktansh2000ayahoo. com to arrange an appointment. I also 
attach an interviewee details form and a research consent form. 
Yours Faithfully 
Abdussalam Elmassri 
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Research Consent Form 
Employee Involvement and Participation 
Researcher Name: 
Participant Name: 
Please answer the following questions. The questions are designed to ascertain how you 
would like the interview to be carried out and make sure that I have advised you of your 
rights in preparing for the interview. The form also ensures that I comply with the 
Universities' codes of ethics. 
The Study: 
I have received the introductory letter and I understand the project and its objectives? 
Yes (i No Q 
I understand that I can withdraw from the study at any point? 
Yes 0 No Q 
I have had the opportunity to speak to Abdussalam Elmassri on 07975778001 to raise 
any queries 
Yes C No Q 
I have received sufficiently detailed information about the nature of this research? 
Yes 0 No Q 
The Interview: 
I am aware of the areas the research will cover? 
Yes Ü No Q 
I understand that the time taken to complete the interview will vary according to 
individuals' responses, but will normally last about one hour? 
Yes El No Q 
I agree to the use of a recording device to create a record of the interview? 
Yes E No Q 
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After the Interview: 
I will want to review all recordings/notes/transcripts from the interview? 
Yes E No Q 
I agree to the use of my words in research articles, publications and case studies? 
Yes 0 No Q 
I will want to remain anonymous in research articles, publications and case studies? 
Yes E No Q 
I am willing to review excerpts of the interview to ensure their accuracy? 
Yes C No Q 
I am willing to participate in the study 
Yes 1-1 No Q 
Signed: .......................................................... 
Date: ......................................................... 
Interview Date: ........................................................ 
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Explanation to Employee Respondents 
Dear Respondent 
I am a human resource manager and a part-time lecture currently studying for a PhD. I 
have been given authority to conduct some research into employee involvement and 
participation in your company. 
Random selections of employees throughout the company have been asked to 
participate and provide their attitudes toward culture, the organizations culture 
employee involvement in the company. They are also asked to comment on the form of 
involvement they prefer and finally in what way they feel these practices could be 
improved. I hope that my research will allow companies to improve their employee 
involvement and participation for people like you. 
I appreciate that you might be very busy but completion of this questionnaire will only 
take 10 to 15 minutes. Participation in this research is voluntary and all of the data 
collected is for purely statistical purposes and participants responses are strictly 
confidential. This is why you have not been asked for any personal details. It is 
important that everyone asked to participate does so and therefore I sincerely request 
that you agree to take part. 
Please read the questionnaire carefully and answer all the questions, while answering 
the questions, please be sure to select the option with which you most agree or disagree. 
All information given will be used for the purpose of this research only. 
Thank you in advanced for taking the time to complete this questionnaire, which will be 
of tremendous use in my research. I would also like to express my sincere gratitude for 
your assistance and state that your co-operation is greatly appreciated. If you have any 
queries regarding any part of the questionnaire please contact me on, 07975778001. 
You have been provided with a stamped addressed envelope in which you can place the 
completed questionnaire and return it to me at the address provided. 
Yours Faithfully 
Abdussalam Elmassri 
Ktansh2000ayahoo. com 
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Appendix Six 
Reliability Scales from Libyan and UK Samples 
Reliability Statistics 
Cronbach's 
Alpha Based on 
Cronbach's Standardized 
Alpha Items N of Items 
. 894 . 901 4 
Item-Total Statistics 
Corrected Squared Cronbach's 
Scale Mean if Scale Variance Item-Total Multiple Alpha if Item 
Item Deleted if Item Deleted Correlation Correlation Deleted 
Q1 9.85 11.397 . 813 . 910 . 
849 
Q2 9.20 13.642 . 
875 
. 919 . 
831 
Q3 9.25 13.145 
. 
869 
. 761 . 
828 
Q4 9.35 14.661 
. 
566 
. 480 . 
935 
Reliability Statistics 
Cronbach's 
Alpha Based on 
Cronbach's Standardized 
Alpha Items N of Items 
787 . . 758 12 
Item-Total Statistics 
Scale Mean if 
Item Deleted 
Scale Variance 
if Item Deleted 
Corrected 
Item-Total 
Correlation 
Squared 
Multiple 
Correlation 
Cronbach's 
Alpha if Item 
Deleted 
Q5.1 24.06 30.329 -. 043 . 824 . 
802 
Q5.2 22.94 25.263 
. 522 . 840 . 
763 
Q6.1 24.19 30.296 -. 040 . 955 . 
803 
Q6.2 23.94 25.263 
. 522 . 942 . 
763 
Q6.3 24.38 27.983 
. 397 . 686 . 
778 
Q7 24.38 27.183 
. 
197 1.000 . 
801 
Q8 23.13 21.183 
. 
859 1.000 . 
716 
Q9 23.31 25.963 
. 
393 . 793 . 
776 
010 23.00 24.000 
. 
667 . 944 . 
747 
Q11 23.88 28.250 
. 167 . 964 . 
797 
Q12 23.00 20.933 
. 849 1.000 . 
716 
Q13 23.06 25.129 
. 454 . 908 . 
770 
309 
Reliability Statistics 
Cronbach's 
Alpha Based on 
Cronbach's Standardized 
Alpha Items N of Items 
. 797 . 819 4 
Item-Total Statistics 
Corrected Squared Cronbach's 
Scale Mean if Scale Variance Item-Total Multiple Alpha if Item 
Item Deleted if Item Deleted Correlation Correlation Deleted 
Q14 9.05 8.261 
. 
442 . 
336 
. 
823 
Q15 9.10 7.463 . 889 . 
849 . 655 
016 9.00 7.368 . 487 . 619 . 
815 
1017 9.00 6.105 . 742 . 752 . 674 
Reliability Statistics 
Cronbach's 
Alpha Based on 
Cronbach's Standardized 
Al Items N of Items 
. 883 . 891 7 
Item-Total Statistics 
Scale Mean if 
Item Deleted 
Scale Variance 
if Item Deleted 
Corrected 
Item-Total 
Correlation 
Squared 
Multiple 
Correlation 
Cronbach's 
Alpha if Item 
Deleted 
018 18.90 34.832 
. 894 . 898 . 
841 
019 19.35 34.766 
. 688 . 819 . 864 020 19.20 29.011 
. 854 . 789 . 842 Q21 18.75 34.092 
. 879 . 
858 
. 
841 
022 18.85 40.450 
. 500 . 
524 
. 
885 
Q23 19.20 36.800 
. 873 . 893 . 
849 
024 19.85 42.976 
. 204 . 407 . 921 
Reliability Statistics 
Cronbach's 
Alpha Based on 
Cronbach's Standardized 
Alpha Items N of Items 
. 
892 . 
902 5 
310 
Item Total Statistics 
Corrected Squared Cronbach's 
Scale Mean if Scale Variance Item-Total Multiple Alpha if Item 
Item Deleted if Item Deleted Correlation Correlation Deleted 
Q25 12.95 23.629 . 643 . 640 . 
889 
Q26 13.25 25.039 . 725 . 550 . 
876 
Q27 13.00 23.789 . 688 . 610 . 
880 
Q28 13.05 22.471 . 898 . 911 . 
839 
Q29 12.95 17.524 . 842 . 899 . 
855 
Reliability Scales from UK sample 
Reliability Statistics 
Cronbach's 
Alpha Based on 
Cronbach's Standardized 
Alpha Items N of Items 
. 
854 
. 
863 4 
Item-Total Statistics 
Corrected Squared Cronbach's 
Scale Mean if Scale Variance Item-Total Multiple Alpha if Item 
Item Deleted if Item Deleted Correlation Correlation Deleted 
Q1 11.85 4.029 . 
642 . 536 . 
839 
Q2 12.45 3.313 . 766 . 
764 . 791 
Q3 11.40 4.147 . 758 . 
740 . 792 
Q4 11.25 4.724 . 688 -. 
571 . 829 
Reliability Statistics 
Cronbach's 
Alpha Based on 
Cronbach's Standardized 
Alpha Items N of Items 
. 908 . 931 12 
311 
Item-Total Statistics 
Scale Mean if 
Item Deleted 
Scale Variance 
if Item Deleted 
Corrected 
Item-Total 
Correlation 
Squared 
Multiple 
Correlation 
Cronbach's 
Alpha if Item 
Deleted 
Q5.1 32.40 44.989 . 609 . 
940 . 903 
Q5.2 32.75 36.618 . 665 . 
878 . 906 
Q6.1 32.30 44.642 . 
694 . 
951 
. 
901 
Q6.2 32.45 32.050 . 
836 . 
919 . 900 
Q6.3 32.35 44.029 . 
770 . 
917 . 899 
Q7 29.95 43.208 . 798 . 
879 . 897 
Q8 30.15 41.082 . 
787 . 
944 . 893 
Q9 30.15 42.134 . 753 . 
949 . 896 
Q10 30.50 41.211 . 783 . 
888 . 894 
all 30.50 41.632 . 
667 . 
806 . 
899 
Q12 29.95 45.945 . 
415 . 
906 . 
909 
Q13 30.00 44.947 . 
615 . 
873 . 903 
Reliability Statistics 
Cronbach's 
Alpha Based on 
Cronbach's Standardized 
Alpha Items N of Items 
. 815 . 833 4 
Item-Total Statistics 
Corrected Squared Cronbach's 
Scale Mean if Scale Variance Item-Total Multiple Alpha if Item 
Item Deleted if Item Deleted Correlation Correlation Deleted 
Q14 11.50 1.842 
. 721 . 
663 . 759 Q15 11.60 2.568 
. 772 . 
660 . 
710 
Q16 10.85 3.187 
. 443 . 
297 . 
845 
Q17 10.90 2.832 
. 741 . 558 . 739 
Reliability Statistics 
Cronbach's 
Alpha Based on 
Cronbach's Standardized 
Al ha Items N of Items 
. 857 . 
865 7 
312 
Item-Total Statistics 
Scale Mean if 
Item Deleted 
Scale Variance 
if Item Deleted 
Corrected 
Item-Total 
Correlation 
Squared 
Multiple 
Correlation 
Cronbach's 
Alpha if Item 
Deleted 
Q18 25.45 8.366 . 668 . 761 . 
833 
Q19 25.20 8.379 . 456 . 
346 . 
862 
Q20 25.50 7.737 . 663 . 850 . 
831 
Q21 25.75 8.408 . 
496 . 422 . 
855 
Q22 25.40 7.095 . 704 . 842 . 
826 
Q23 25.50 7.842 . 
752 
. 
817 . 
820 
Q24 25.10 8.305 . 712 . 514 . 
829 
Reliability Statistics 
Cronbach's 
Alpha Based on 
Cronbach's Standardized 
Al ha Items N of Items 
. 881 . 
875 5 
Item-Total Statistics 
Corrected Squared Cronbach's 
Scale Mean if Scale Variance Item-Total Multiple Alpha if Item 
Item Deleted if Item Deleted Correlation Correlation Deleted 
Q25 16.85 4.871 
. 863 . 857 . 
820 
Q26 16.95 4.682 
. 844 . 847 . 
823 
Q27 16.80 5.011 
. 745 . 657 . 
849 
Q28 16.15 6.555 
. 352 . 141 . 
926 
Q29 16.45 5.103 
. 794 . 674 . 
838 
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Appendix Nine 
Transcripts of Interviews with Libyan Managers 
Case 1 National Oil Institution 
1- Staff here are independent and free to perform work in accordance with the 
administrative hierarchy and the nature of the legislation, but because this company 
is considered a sensitive sector there are limits on employees. 
2- Yes, there are several opportunities for staff to develop themselves and keep pace 
with development and the company gives them the opportunity to develop several 
areas such as computer skill and English language skills and others. 
3- yes, health and safety issues are especially important consideration of the nature of 
the work in the oil sector and there is a special department of health and safety and 
the preparation of training courses, conferences symposia and workshops, and 
awareness of the staff because they are very important in the sensitive sector, and all 
staff there are several risks to be made aware of all staff in the field of health and 
safety through special clothing is worn and other special clothing and internal and 
external courses use chemical laboratory materials . 
4- Yes, there is direct contact with the staff and not through the channels, promoting 
communication and encouraging staff to perform the work as more of his lines. 
5- Yes I believe in direct communication with the staff this promotes the interests of 
the company and the helps to development the organization according to structured 
management. 
6- Yes, state-owned. 
7- Yes, we have budgets according to our needs and working the needs and budgets by 
working conditions for the allocation of resources is at my discretion. 
8- Yes, there is freedom to act in the organization for the distribution of resources 
according to the needs of the company and the working conditions. 
9- There is no competition in Libya in this sector and the Organization every sector has a great deal of freedom in all resources to act in accordance with the 
administrative structure and the legislation of the State as in such a sensitive sector 
10-Yes, because the oil sector is important and sensitive for the State 
and is contributing to the economic planning of the State and facilitating the move 
away from a complicated bureaucratic way of working the sensitive nature of this sector is very important for the state of Libya the policy easily move. 
11- Through the budgets of the State in accordance with legislation, and in coordination 
with the companies to see what their needs are. 
12-Yes, institutions operate according to their procedures to facilitate the working 
conditions and Laws and legislation, and without impeding the market. 
13-Working in the public sector and private 
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14-Yes, We have a policy to recognize the company's union. 
15-The participation of the unions, either through a committee or the business work best 
and examine all the proposals of by the nature of work and must be representative of the 
staff who have to had to study all the problems and develop solutions. 
16-Yes there must be an increase in the levels of participation of employees within the 
oil sector and all institutions to develop solutions and apply and implementation them 
the nature of this sector is very important every sector, considering it is sensitive and 
very important for the state and develop and improve its management the government 
needs to develop and improve the management sector. 
17-Yes, I believe that company management should allow workers to participate in and 
study all proposals and views, depending on the nature of work and according to 
qualifications and experience and the department concerned also we need to increase the 
participation of workers in the decision-making process and the development and 
management improvement. 
18-Yes, the a change in the participation system of staff had made would make a career 
more serious and satisfactory to the workers in the performance of work it would help 
staff and improve performance and keep pace with development, training and 
rehabilitation of staff who are able to improve governance and participation in decision- 
making the sensitive nature of this sector which is very important for the state (Libya). 
All the questions are clear and useful and the content is appropriate 
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Appendix Ten 
Transcripts of Interviews with UK Managers 
Case 1 Cheltenham Art Gallery & Museum 
1. To what extent do you feel the existing employment relationship in your 
company allows employees to act autonomously? 
It's always going to be a balancing act between what is in your job description 
and outside factors. It is important, the balancing act. Certain decisions, to a 
certain level you can make your own decisions, whereas other more important 
decisions you have to go to a higher level to get agreement on how you will 
carry out something. 
2. To what extent do you feel employees in the company are given opportunities 
for self development? 
Yes, there's very good opportunities in the Cheltenham Borough council for 
training and self development. Each year we have appraisals and you can ask for 
training on specific subjects and see how to develop your job. As I say, we have 
appraisal every year, face to face with management, discussing your job and 
how you want to develop in your career and get additional training. 
Do you mean the company gives the opportunity for all the staff to develop? 
Yes, certainly. 
3. To what extent do feel health and safety is an important issue in your company? 
Yes. It's very important, increasingly so each year, health and safety with 
government regulations. We have a health and safety officer, and we have staff 
trained in first aid for visitors who become ill here. Accessibility is important for 
disabled people, so it's very important. 
Do you mean health and safety is very important in this company? 
Yes. We have staff training once a month, the first Thursday of each month, 
with different topics covered, and health and safety is one of the subjects 
throughout the year which is covered. 
Is it important? 
Yes. 
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4. To what extent do you feel your particular management style promotes 
communication directly with employees, rather than through employee 
representative channels? 
The managers within the organization here are leaders of teams, and they have 
team briefings and team meetings, so communication between a team, 
management, and their staff is important and on a regular basis. 
Have you got example? 
Yes, because managers are accessible, face to face, you know, open door policy. 
You can go and see your manager at any time and discuss anything you want to. 
There is no restriction on... 
You mean directly between the manager and the staff? 
Yes. If you have a grievance or a problem with something in the museum, yes 
you can go to your manager and discuss straightaway. 
Discuss with manager directly. 
Yes. 
S. In your opinion does communicating directly with employees promote a 
commonality of interests between employee and organization? 
Yes, we think that's very important. The more contact with staff means you've 
more chance to get the message across and ensure that everybody is working 
together, so it is important, again, team briefings and cascading information 
from the bottom-up, and from the top-down. 
Have you got more explain? 
There's another question later on that does that same. I can't think of any 
particular examples. Go onto the next one. 
6. Is your organization state-owned? 
We're part of Cheltenham Borough Council local authority museum. 
Do you mean this one for government? 
Well, the local authority is funded by the tax payer and the government. We're 
not really government owned but publicly owned. 
It's public, not private. 
Public, yes 
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7. Do you have discretion to acquire and allocate resources? 
Yes. We're funded by the borough council and each one of us have budgets 
allocated to them. Mine is advertising and printing, and I have authority to spend 
that money, and other members of staff have authority to go out and get grants 
and sponsorship to get money in, so we all contribute towards spending the 
money and getting it in. We all have discretion in getting the funding, acquiring 
the funding, who to approach, what sponsor, what companies. If we want to fund 
an exhibition and get sponsorship then the exhibition officer looks at 
Cheltenham companies who might be interested in sponsoring an exhibition to 
get funding. 
8. Does your organization have substantial discretion over the allocation of its 
resources? 
Yes, on the whole. We have a budget. We are given a budget by the borough 
council, and the various members of the team have budget allocations and the 
discretion to use that funding. We have a collections budget, a budget for the 
building, advertising budget, marketing budget, conservation budget, so within 
this organization various managers have the responsibility for allocating that 
funding. 
9. Does your organization have substantial discretion over the formulation and 
implementation of its competitive strategies? 
Yes, we do have discretion. We draw up a business plan each year and a 
marketing strategy, which is created in house, and then we implement that 
through the museum, yes. 
What about competitive strategy? 
Yes, I suppose a marketing strategy is a competitive strategy. We're competing 
against other tourist attractions and other ways people spend their time so our 
strategies have to bear that in mind and be carried out to increase visitor 
numbers and to put on interesting exhibitions. 
10. In your country is there central economic planning and bureaucratic control? 
This is an opinion, then, in my opinion. Certainly the government sets a budget 
each year. I'm not sure about bureaucratic control. To a degree, but I think there 
is a certain flexibility. 
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11. In your country is there control on companies raising finance to provide 
operating funds? 
Do you mean companies in general? 
Yes 
It depends on the company. If they're manufacturing they've got to sell their 
products to provide operating funds. An organization like this, we raise finance 
by applying for grants from various grant-giving bodies to give additional funds 
for the way we operate. 
So what about the government? 
I don't know how they find the money. They just raise taxes, don't they? At the 
moment it's dreadful. 
12. In your country do the established institutions facilitate or constrain markets? 
Again, I think sometimes established institutions assist with markets but at 
sometimes they cause constraints. You'll ask me for an example and I can't 
think of any off hand. Let me think on that one. It can be both ways I think. 
What's your opinion 
On the whole I suppose middle of the road because they couldn't constrain 
markets but I don't see how they particularly facilitate markets. It's a balance I 
think. 
13. Does your organization operate in the public or private sector? 
Public sector 
14. Do you have policy of union recognition in your company? 
Yes, any member of staff can belong to unions here. We have union meetings. 
They have strikes sometimes. 
YES D NO CD 
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15. Which of the following forms of employee involvement and participation do you 
feel works best and Why? 
" Top-down communication from management to employees (company 
newspapers, communication meetings, team briefings and the use of emails 
and intranet. 
" Upward problem-solving mechanisms (such as suggestion schemes and 
problem-solving groups and team working) 
" Representative participation (through either a union, a committee, or a works 
council) 
It's best to combine all three. All three are in operation here. We have 
information from the top, like we have a company newsletter, meetings, team 
briefings, use of email, intranet, all of that happens here, and the same with 
suggestion schemes and information going upwards. That's certainly important 
too. And representative participation, yes, union meetings we have. I don't thin 
we've got... We have committees for various objectives, maybe not a works 
council, as such, but all three are important. They all work well. You couldn't... 
They need to work together, not one on particular but all three are the way it 
works here. 
16. Do you feel that increased levels of employee involvement and participation 
should be introduced at your company? 
It's pretty good at the moment the way it works. There is a good level of 
involvement and participation with employees. They have a right for free speech 
on our intranet. They can make comments about what's going on. It works well. 
Can I have more explain for question sixteen? 
At the moment we're going through everybody looking at the pay levels and the 
pay structures, and there's a lot of discussion on the intranet on what people 
think about it. Even if they are not in the same building we can hear what's 
going on in other parts of the council, so there is communication levels, yes. 
17. Do you think that management in your company should allow workers to 
participate and become more involved in the decision-making process? 
To a degree they are. Workers do participate and get involved but more 
involvement probably would work better. People need to have a say in how 
things are running because then the more involved an employee is the more they 
feel part of the organization, so it is important. 
What about the more involvement in decision-making process? 
Yes. 
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More explain, please? 
I mean you can't... I suppose it comes from the suggestion scheme as well. I 
mean anybody from a cleaner can make a suggestion, and if it's a good one it 
gets put forward, so even the lowest paid can be part of the decision-making in 
that sense, but it usually is higher up and it is important. It creates more of a 
feeling of involvement in the company. 
18. Do you think a change to the existing employee involvement practice could 
make work life more meaningful and satisfying for workers? 
Yes, because I think people then feel more ownership of their organization. The 
more involvement there is the more..., you want to look after, and promote, and 
make the best job. If you're excluded from decision-making or communication 
then it's just a nine to five job and you walk away with no interest. It's important 
that you do feel more involvement. 
But the job satisfaction and workers, example please or more explain. 
If you don't have any say in how a company is running you just are not 
interested. You don't get job satisfaction then. To enjoy a job, you've got to feel 
part of the organization. You come to work every day for so many years, you 
want to be involved in it. 
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Appendix Fourteen 
Schedule of Visits 
Libyan Companies Schedule of Visits 
Company Interview Schedule Da 
C Tripoli Medical Centre fý 13/10/2008 
[General Post Services Company 21/10/2008 
General Electricity Company F 14/10/2008 
[Institution Local Bank , 
26/10/2008 
National Oil Institution ` 22/10/2008 
Social Services 16/10/2008 
Public Construction Company 15/10/2008 
Factory of Paint 05/11/2008 
Company for Consultancy 05/11/2008 
i Factory of Wool 
ýr 18/10/2008 
Health Services Company 1 19/10/2008 
Road and Bridge Company 06/11/ 2008 
Water Refining Company 18/10/2008 
University of Seven October i 03/11/2008 
'"ý 
UK Companies Schedule of Visits 
Company Interview Schedule Day 
Cheltenham Art Gallery & Museum 01/04/2009 
University of Gloucestershire MBA ! 03/03/2009 
Gloucestershire College Yý~ L 08/06/2009 
Tourism Information Centre 27/05/2009 
University of Gloucester ( SU) I L 09/03/2009 
University of Gloucester the Library I F- 27/02/2009 
NHS Gloucestershire HRM 19/03/2009 
BPE Solicitors 16/03/2009 
Spice Lodge I L 08/06/2009 
'i 
UCAS 19/05/2009 
fH Holiday Express 25/05/2009 
r 
NFG f 21/05/2009 
CGT i 06/04/2009 
Rickerbys Solicitors Company IIRM 08/06/2009 
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